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ABSTRACT 
 
Municipalities play an important role in accelerating service delivery to all 
communities. This study is an assessment of skills development programmes for 
selected employees at the Amathole District Municipality (ADM). The ADM is 
known as a predominantly rural district.   The study revealed that the municipality 
is faced with a lack of proper skills to accelerate service delivery. This has 
resulted in the institution neglecting to invest in the development of those 
competencies needed to function in a constantly changing educational, training 
and development environment.  The success of any organisation depends on its 
human resources, who are the most important asset.  Therefore effective and 
efficient human resources management and training and development 
management play a critical role in the well-being of employees. Human 
resources training and development policies, practices and activities guide the 
institution with implementation of services and should take on a more strategic 
role to achieve their objectives.  
 
The researcher employed the quantitative research methodology for purposes of 
the empirical survey and also reviewed official documents and reports. A suitably 
constructed questionnaire was developed and distributed to the selected sample 
group from the ADM.   The researcher also consulted legislation, official 
documents, articles, journals, policy documents, reports and books in an effort to 
obtain as much relevant information as possible. Based on the information 
gathered from the respondents and literature review the researcher proposes 
certain recommendations in the final chapter of the treatise.  
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CHAPTER ONE:  INTRODUCTION AND BACKGROUND 
 
1.1 Introduction  
 
The Constitution of the Republic of South Africa, 1996, is the supreme law of the 
country.  Section 151 of the Constitution makes provision for the establishment of 
the local sphere of government which consists of municipalities.  The Amathole 
District Municipality (ADM) is situated within the Eastern Cape Province, between 
Port Alfred and Port St Johns, and includes the city of East London.  The district 
stretches from the Indian Ocean coastline in the south to the Amathole 
Mountains in the north. The District includes large parts of the former Ciskei and 
Transkei homeland areas, which means the district has large disparities within its 
borders. It is bordered by the Cacadu, Chris Hani, and OR Tambo Municipalities.  
The primary role of the ADM is to make sure that citizens within its area of 
jurisdiction have access to water, sanitation and municipal health. The ability of 
the ADM to function properly depends on the adequate availability of human and 
capital resources.  It is therefore important to capacitate employees to enable the 
municipality to achieve its set objectives.  Skills are very important for any 
institution.  According to Beardwell and Holden (2009:290) and Myers and 
Davids (1992:47), workers are a resource which has not been well understood by 
management in the past. South Africa has been rated as having poor human 
resource development records in comparison to other countries at equivalent 
stages of development (Swanepoel, Erasmus, Van Wyk & Schenk, 2003:418). 
According to The National Skills Development Strategy (2010:11) South Africa a 
country committed to the equality of all, however it recognises that too many still 
suffer unfair exclusion. 
 
Skills development is about enabling and empowering individuals through the 
acquisition of competencies that are in demand, (Swanepoel et al 2003:423).  
Skills development is about giving people skills through training.  The term 
‘training’ has historically been used to describe technical or job skill training for 
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non-managerial employees. Development, on the other hand, is the term which 
has traditionally been used for the education of managers (Swanepoel et al 
2003:464). According to Naik (2009:9), training is about acquiring new skills 
through classroom learning or on-the-job learning. Development includes 
learning, experiencing and practising the knowledge, skills and attitudes, thereby 
empowering the individual. The Department of Labour conducted consultation 
debates which led to the publication of a draft Green Paper in March 1997 (DoL 
1997a), followed by a final version in July (DoL 1997b). The Green Paper stated 
that there was a need to increase competency levels in the country so as to 
promote economic and employment growth and social development.   
 
After two years the Green Paper became the Skills Development Act No 97 of 
1998.  The Department of Labour implemented the above-mentioned Act to 
improve the skills of the South African labour workforce by encouraging learners 
to participate in learnerships and other learning programmes (Botha, Kiley & 
Truman 2009:30).  
 
It is proposed that the primary purpose of the Skills Development Act 97 of 1998, 
is to develop the skills of the South African workforce, to improve the quality of 
life of workers, their prospects of work and labour mobility, to improve 
productivity in the workplace and the competitiveness of employers, to promote 
self-employment and to improve the delivery of social services. 
 
The above-mentioned Act further seeks to increase the levels of investment in 
education and training in the labour market and to improve the return on that 
investment.  To encourage employers to use the workplace as an active learning 
environment, to provide employees with the opportunity to acquire new skills, to 
provide opportunities for new entrants to the labour market to gain work 
experience and to assist persons who find it difficult to be employed. 
The Act 97 of 1998 also makes provision to encourage workers to participate in 
learnerships and other training programmes, to improve the employment 
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prospects of persons previously disadvantaged by unfair discrimination and to 
redress those disadvantages through training and education.  It also provides for 
quality education and training in and for the workplace, to assist work seekers to 
find employment, retrenched workers to re-enter the labour market and 
employers to find qualified employees and to provide and regulate employment 
services. 
 
According to Fourie (2005), the primary purposes of training and development 
are: 
 
 to improve performance; 
 to maintain performance; 
 to prepare for new job challenges on higher levels; and 
 to apply competencies. 
 
The South African labour market is characterised by an oversupply of unskilled 
workers and a shortage of skilled workers (Botha, Kiley & Trustman, 2009:4).  
Certain authors propose that training refers to improving an employee’s skills to 
the point where she/he can do the current job more effectively (Hellriegel, 
Jackson, Slocum, Staude, Amos, Klopper, Louw, and Oosthuizen (2007:244). 
 
According to Fourie (2004:395), the need for training and development continues 
to be a top priority in the South African Public Service as a result of rapid 
changes in the economical and social environment, but mostly in the work 
environment.  The main purpose of training and development is to overcome the 
limitations, current or anticipated, that are causing an employee to perform at 
less than the desired level (Hellriegel et al 2007:245).  The above authors agree 
that if a person is trained, he or she becomes more productive within the work 
environment.  In this regard the 1996 Constitutional prescriptions of efficiency 
and effectiveness are important in terms of productivity in the public sector.  
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(Swanepeol et al 2003:453) argue that the reasons why organisations train and 
educate employees are: 
 
1. To improve the performance of employees who do not meet the required 
standards of performance, once their training needs have been identified; 
2. To prepare employees for future positions; 
3. To prepare employees for forthcoming organisational restructuring or for 
changes in technology; 
4. To ensure competitiveness in the market place by retraining employees; 
5. To increase the literacy levels of employees; 
6. To benefit the individual employee for example, human resource 
development helps the individual to make better decisions and increases 
job satisfaction, which in turn  should benefit the organisation; and 
7. To improve interpersonal skills and to make the organisation a better 
place in which to work. 
 
In 2005 a report was published by the Department of Labour addressing the state 
of skills in South Africa.  This report provided for, inter alia, a sketch of the 
economic and employment context as well as the emerging socio-economic 
programmes which the government is developing to address poverty, 
joblessness and slow growth.  The report concludes with the launch of a National 
Skills Strategy which seeks to align skills development with the broader socio-
economic development policies. 
 
In the Amathole District Municipality there is a dedicated unit for skills 
development which is called the Human Resource Development Unit (HRDU) 
which falls under the Corporate Services Department.   Skills development at the 
Amathole District Municipality primarily takes place through learnerships, 
bursaries, seminars and training programmes, which include courses accredited 
by SAQA and the NQF as well as the respective SETAs. 
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The functions and responsibilities of the Human Resources Development Unit 
are aligned with the overall strategic goals and objectives of the Amathole District 
Municipality.  The main objective of the HRDU is to facilitate and coordinate the 
implementation of the Skills Development Act, 1998, by ensuring that there is a 
proper policy mechanism in place for the implementation of said Act.  The HRDU 
is required to ensure that the institution has a Workplace Skills Plan (WSP) that 
details training programmes. 
 
1.2  Problem Statement 
 
According to the National Skills Development Strategy (2010:6) the South African 
workforce is not yet equipped with the necessary skills the country needs for 
economic and social development.  Lack of skills is an outcry of the country 
which results in a high level of poverty and unemployment.  The ADM is a district 
municipality which is mostly rural and has a high number of unemployment and 
illiterate people within its area of jurisdiction.   It is the employer‘s responsibility to 
capacitate lower levels of employees who have limited education and skills so 
that they are able to perform better and advance to higher levels within the 
workplace.  These lower levels of job categories are normally occupied by 
general workers.  In terms of Local Government Employment categories, they 
are classified as elementaries.  The majority of these general workers are in the 
engineering department at the ADM, which is the custodian of water and 
sanitation.  The researcher is an ADM employee and has noted that these 
general workers have served the municipality for many years in same positions.  
It is proposed for purposes of this study that this could cause low self-esteem 
which ultimately leads to low performance. 
  
This observation has triggered the interest of the researcher to undertake this 
study, which seeks to establish whether these employees have been afforded 
any opportunities for training and development.  It is the researcher’s assumption 
that the general workers employed by the ADM have not received opportunities 
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to improve their positions within the institution, despite the existence of the 
HRDU.   
 
1.3 Research Question 
  
A well formulated research problem contains two elements: a clear indication of 
the purpose of the research, and a clear specification of the object of the study 
(Babbie & Mouton, 2002:78).  For the purpose of this study the research problem 
is presented as an empirical study (question) and will therefore employ an 
exploratory question.  The primary aim of this study is to explore whether low 
level categories of ADM employees are afforded opportunities to improve their 
skills, knowledge and ultimately their positions within the institution.  Main 
question with three themes or sub-research questions will be investigated within 
the study, namely: 
 
 Main Question 
 
 Are the low level category of employees afforded opportunities to improve 
their skills, knowledge and ultimately their positions within the institution? 
 
Sub questions 
 Have any training needs been identified for low level category of 
employees by the Amathole District Municipality? 
 Are low level category of employees afforded the opportunity for training 
and development? 
 Does the institution prioritise its low level category of employees training 
needs? 
 Does the council support capacity development interventions for low level 
category of employees? 
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Skills development of low level category of employees will have a positive impact 
on the administration of a service-oriented organisation such as the Amathole 
District Municipality. 
 
1.4 Research Objectives 
 
According to Brown (1995:46), objectives refer to those more specific changes in 
programmes, policies or practices that are believed to contribute to the broader 
goal.  The research aim will be achieved by means of the following: 
 
 To define what is meant by the term “skills development” ; 
 To examine the legislative framework regulating skills development; 
 To critically analyse the implementation of skills development 
programmes, especially for low level employees; and 
 To examine whether low level category of employees are aware of the 
importance of skills development to better meet the mandate of the ADM. 
 
1.5 Motivation for the Study 
 
As previously mentioned, the researcher, as an ADM employee, has noted that 
there are general workers who have served the ADM for many years in same 
positions and as a result they appear to be demotivated.  In most organisations 
or institutions there is usually a dedicated unit which is responsible for Human 
Resource Development and which specifically looks at developing employees 
through training programmes, seminars, bursaries and leanerships.  On an 
annual basis HRD practitioners at the Amathole District Municipality conduct a 
skills audit to identify the training needs of employees.  Despite these audits it 
appears that there are lower level employees who have served in the same 
position for many years.  Grenberg and Baron (2002:94) suggest that what is 
learned during training (capacity development) sessions must be applied within 
the work environment.  The Department of Labour has stressed the importance 
of skills in a number of policy documents such as The Skills Development 
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Strategy for Economic Growth in South Africa (1997), The National Human 
Resource Development Strategy (1997), The National Skills Development 
Strategy (1997) as well as The Skills Development Act (Act 97 of 1998). 
 
1.6 Ethical Considerations 
 
Nuemann (2011:457) postulates that the personal involvement in the social lives 
of other people during field research introduces ethical dilemmas.  It is important 
to be aware of general ethical issues before entering the field, but these often 
arise unexpectedly in the course of the research, hence it is important to 
appraise respondents about ethical issues before the study.  The respondents 
will be informed that they are free not to respond to any questions that they feel 
uncomfortable with at any stage of the research study and that their participation 
in the study is on a voluntary basis.   
 
1.7 Confidentiality and Anonymity 
 
Neumann (2011:457) states that the researcher may learn intimate knowledge 
revealed in confidence and has a strong moral obligation to uphold the 
confidentiality of data. This obligation includes keeping information confidential 
from others and disguising members’ names.  The researcher will not use the 
correct names of the respondents since the respondents are also employees of 
the ADM.   Anonymity and confidentiality will be ensured during the questionnaire 
survey by using a reference code for sample group members who will participate 
in the study.  At any given time during the study participants will be free to 
withdraw without any adverse consequences.  
 
1.8 Informed Consent 
 
Neumann (2011:140) states that an informed consent is the fundamental ethical 
principle.  Since participants must not be forced to participate in the study, the 
researcher will inform the participants that their participation is voluntary.  
  
9 
 
Participants will be informed of the purpose of the study by the researcher so that 
they can make an informed decision as to whether to participate in the research.  
The participants will be provided with a full explanation on the aims and 
objectives of the research.   
 
1.9 Scope of the Study 
 
The scope of study will be confined to lower level employees, or general workers, 
who are currently employed by the Amathole District Municipality.  The 
researcher’s point of focus is to determine whether these lower level employees 
have been given the opportunity to partake in capacity-development programmes 
initiated by the ADM. 
 
1.10 Research Methodology or Design 
 
Social research entails primarily two approaches, namely qualitative and 
quantitative research methodologies.  A research design presents the research 
plan or logic of the study.  Unlike experiments and surveys, in which the 
elements of the research design, hypothesis formation, measurement, and 
sampling are specified prior to data collection, design elements in qualitative 
research are usually worked out during the course of the study (Mouton, 
1996:175).  
 
Quantitative research entails the use statistics or questionnaires.  In quantitative 
research the aim is to determine the relationship between variables using a pre-
determined population.   Qualitative research, on the other hand, focuses 
primarily on interviews as a method for collecting data or information.   For this 
study the researcher will use the ADM as a case study.  Goddard and Melville 
(2001:9) state that case study research is research in which a specific situation is 
studied to see whether it gives rise to any general theories or to see whether 
existing general theories are borne out by specific situations.  The logic behind a 
case study is that there are insights to be gained from looking at the individual 
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case that can have wider implications and that would not have come to light 
through the use of a research strategy that tried to cover a large number of 
instances (Descombe, 2003:30). 
 
Babbie (1998:90) states that three of the most common and useful purposes of 
social research are the following: 
 
 Exploration which attempts to develop an initial, rough understanding of 
some phenomenon; 
 Description which is the precise measurement and reporting of the 
characteristics of some population or phenomenon under study; and 
 Explanation which is the discovery and reporting of relationships among 
different aspects of the phenomenon under study. 
 
Dane (1996:20) defines a research design as a scheme or structure by which a 
research study is to be conducted.   According to Babbie and Mouton (2001:647), 
a research design is a plan or structured framework of how one intends 
conducting the research process in order to investigate the research problem. 
Welman and Kruger (1999:46) explain research design as a plan in which the 
researcher identifies and justifies the sample population (participants) and 
collects information from them.  This study will be empirical in nature as it seeks 
to address a real life problem and both the primary and secondary data will be 
used.  Primary data will be collected through the administration of a suitably 
constructed questionnaire.  Books, publications, South African legislation and 
policies will be consulted for secondary data purposes.   
 
1.11 Data collection methods 
 
The researcher intends to embark upon a quantitative approach with a suitably 
constructed questionnaire for purposes of primary data collection.  The 
questionnaire will include open and closed-ended questions using the 5-point 
Lickert Rating Scale.  A pilot survey will form part of the empirical survey.  A 
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suitable sample will be used to pre-test the questionnaire after which the main 
questionnaire will be further refined.  The researcher will work closely under the 
guidance of a qualified statistician and the study supervisor in the construction of 
both the pilot and final questionnaires.  A suitable computer software programme 
will be used for purposes of data interpretation and presentation.  A primary 
reason for employing the quantitative approach is because the sample group will 
be fairly large in size and also because the participants work within a “political” 
environment, which could make focus group interviews somewhat impractical 
and possible “threatening”.   
 
The researcher will, as previously stated, use the Amathole District Municipality 
as a case study.  The Chief Training Officer, Training Officer and Skills 
Development Facilitator (SDF) will also form part of the survey because of their 
involvement in the skills development programmes of the institution.  Low level 
employees (such as the general workers) will be the key respondents.  The study 
will be confined to low level category of employees in engineering department as 
most of the general workers are employed for water connection and sanitation.  
The researcher will examine the available literature on skills development.  The 
researcher will also look at the legislative framework that governs skills 
development as well as the institutional policies on skills development.  In this 
research study journals and dedicated books on human resources will be 
consulted.   
 
1.12 Unit of analysis and sampling 
The unit of analysis for this study will be the Amathole District Municipality.  
According to Babbie (1998:164), sampling is the process of selecting a sample 
(smaller group) form a larger group, which must be representative of the larger 
group.  For the purpose of this study the researcher will focus on all level l 
employees who are general workers employed by the ADM.  The rationale 
behind choosing this category of employees is to ensure that at the end results 
are achieved.  All level I employees will be invited to participate in the study and 
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the only requirement for their participation is that they will need to be able to read 
and write Basic English. 
 
1.13 Clarification of terms and concepts 
 
o Assessment:  According to the Oxford Dictionary to assess is to evaluate 
or estimate the value or importance.   
o Skills development is about enabling and empowering individuals through 
the acquisition of competencies that are in demand, (Swanepoel et al 
2003:423 
o Municipality:  Section 2 of the Local Government:  Municipal Structures 
Act 117 of 1998 defines a municipality as an organ of state within the local 
sphere of government exercising legislative and executive authority within 
an area determined in terms of the Local Government Demarcation Act of 
1998. 
 
1.14 Structure outline 
 
The study will consist of the following chapters: 
 
Chapter 1:   Introduction and background to the study.  
 
This chapter will provide a brief outline on the introduction, problem statement, 
hypothesis, research objectives and methods of investigation. 
 
Chapter 2:  Literature Review 
The researcher will review literature such as relevant books, articles and other 
publication on the topic  
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Chapter 3:  Research Methodology  
 
This chapter will outline the research methodology and design of the study, the 
instruments for collecting data and sampling techniques. 
 
Chapter 4:  Data Analysis and Interpretation 
 
This chapter will focus on the interpretation and analysis of collected data. 
 
Chapter 5:  Conclusion and Recommendations 
 
This chapter will summarise the study and offer recommendations on the best 
practices of implementing training and development. 
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1.15 Personal work plan 
 
ACTIVITY 
NUMBER 
STEPS IN THE RESEARCH PLAN TIMEFRAMES 
1. Submitting  the topic for the 
research proposal 
February 2013 
2. Designing  a research plan February 2013 
3. Literature review February - March 2013 
4. Methodology  February - March 2013 
5. Ethical consideration February -March2013 
6. Requesting permission from 
respondents 
April 2012 
7 Designing questionnaires  May 2013 
8. Conducting interviews and 
completing  questionnaires 
June 2013 
9. Collating of questionnaires July 2013 
10. Analysing  the data August - September 
2013 
11 Reporting findings October 2013 
12. Presenting the final research 
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CHAPTER TWO: LITERATURE REVIEW 
2.1 Introduction  
 
This chapter provides an overview on two main aspects, namely a theoretical 
and literature review pertaining to the topic under investigation. 
The researcher will present a review of the literature on concepts such as policy, 
public policy, and the history of local government with its legislative prescripts as 
a sphere where municipalities such as the Amathole District Municipality operate.  
The researcher will also introduce an understanding of skills development in 
South Africa.  The chapter also offers a brief background and highlights the 
importance of skills development in South Africa.  This chapter concludes with an 
analysis of the current policy and legislative framework for skills development. 
2.2 Definition of terms 
 
2.2.1 Public policy 
 
According to Cloete and De Coning (2013:7), public policy is a public sector 
statement of intent, including a more detailed programme of action, to give effect 
to selected normative and empirical goals in order to improve or resolve 
perceived problems and needs in society in a specific way, thereby achieving 
desired changes in that society.  According to Van der Walt and Du Toit 
(2005:209), public policy is policy developed by government role players, 
although government role players, such as interest groups, can also influence the 
formulation and development of policy.  According to Brooks (1989:16), public 
policy is the broad framework of ideas and values within which decisions are 
taken and actions, or inaction, are pursued by governments in relation to some 
issue or problem.  
According to De Lange (2004:11), public policy has two major purposes: to 
improve efficiency and to improve equity. 
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Policies are also seen as governmental or organisational guidelines about 
allocations of resources and principles of desired behaviour, which are affected 
by multiple competing forces (Trostle, Bronfman & Langer, 1999:114). 
According to Walt (1994:28), policies should represent what governments say 
they will do, what they actually do, and what they decide not to do, given that 
choosing not to do something may represent a policy. 
 
The attributes of policy include intention, action, practice, status, resources, 
capacity and power (Czerniewicz, 1998:13).  Czerniewicz(1998:13) further 
argues that policy is never static, but continuous, on-going, interactive and 
unstable.  It is characterised by a compromise of ideas, needs and interest, and it 
is always located in contexts of time and place.  In a nutshell, public policy is a 
framework that guides public officials on what to do or not to do.  Public policies 
are the guiding documents for all public officials and lay out the priorities of 
government. 
2.2.2 Development 
 
This is a process of improving the quality of all human lives.  Three aspects of 
development are: raising people’s lives, for example, income and consumption 
levels of food, medical service and education  though relevant economic growth 
processes; creating conditions conducive to the growth of people’s self-esteem 
through the establishment of social, political and economic systems and 
institutions which promote human dignity and respect; and increasing people’s 
freedom to choose by enlarging the range of choice variables, for example, 
increasing varieties of consumer goods and services (Fox and Meyer: 1995:36).   
According to Cross (1981:395), development can be seen as a new learning that 
transforms existing knowledge to bring about a new and improved perspective.  
Cross’ definition applies to individual development as well as community 
development.  Development in simple terms refers to the action of developing or 
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the state of being developed.  It is to advance in a certain field of work or the 
process of acquiring new ideas or advanced methods of doing things.   
Venter (1998: 174) argues that there is no way of improving the quality of life 
since there are a lot of un-freedoms that hinder the process of human 
development. 
Liebenberg and Stewart (1997:92) define development as a process by which 
members of a society increase their resources to produce sustainable and justly 
distributed improvements in their quality of life consistent with their aspirations. 
2.2.3 Skills development 
 
A skill refers to the practical mastery or a special ability to perform certain tasks 
at hand (Cross, 1981:8).  Cross (1981:8) further argues that skills development 
refers to the improvement of the quality of life by providing training and other 
capacity building mechanisms to people. 
2.2.4 History of Local government 
 
The service delivery protests and demonstrations almost 18 years into 
democracy are but one illustration of the many challenges confronting a country 
that has only recently undergone political reform. The state, academic scholars, 
and civil society organisations, amongst others, have embarked on various 
investigations to understand the reason behind these protests. In this regard, the 
shortage of skills and its negative impact on the ability of the state to meet its 
goals and objectives have emerged as a contributing factor. In fact, a skills audit 
conducted in 2004 across the 283 municipalities in South Africa revealed the 
number one challenge in the context of service delivery as that of a lack of skills 
(Davids & Esau, 2012:83). 
 
Davids and Esau (2012:83) further articulate that even more recently, the State 
of Local Government in South Africa Report and the Local Government 
Turnaround Strategy refer to this on-going problem. 
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A number of measures to support and strengthen local government as a sphere 
of government have been undertaken in recent years.  These measures included 
training on various aspects of the system, the Local Government Support 
Programme, Integrated Sustainable Rural Development Programme (ISRDP) 
and Urban Renewal Programme (URP), specialised training by professional 
institutes, Project Consolidate including Siyenza Manje, and the Five-Year Local 
Government Strategic Agenda (State of the Local Government in South Africa, 
2009:4).  All of these measures of support were intended to enable municipalities 
to fulfil the ‘ideal’ for local government as envisaged in the Constitution (1996), 
and the White Paper on Local Government (1998), which cites that 
‘Developmental local government is local government committed to working with 
citizens and groups within the community to find sustainable ways to meet their 
social, economic and material needs and improve the quality of their lives.”(Local 
Government Turnaround Strategy, 2009:4). 
 
This sphere of government makes decisions and has legislative powers over 
those issues that are dealt with by local governments, also referred to as 
municipalities.  Bekker (1996: 16) states that matters normally dealt with at this 
sphere include, inter alia, refuse removal, sewerage, sanitation, electricity and 
water.  Chapter 7 of the Constitution of Republic of South Africa, 1996, in section 
151 (1) states that the local sphere of government consist of municipalities which 
must be established for the territory of the Republic.  
According to Swanepoel (1997:155), local government is normally concerned 
with local policies relating to local functions and their execution.  As far as local 
government is concerned, the office of Public Administration of the United 
Nations defines it as the governing body (elected or otherwise locally selected) of 
a political subdivision of a nation which is constituted by law and has substantial 
control over local affairs, including the power to impose taxes or to exact labour 
for prescribed purposes. 
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In December 2009 the Local Turnaround Strategy was adopted with the aim of 
transforming local government to be a better service delivery agent.  According to 
Taylor (2011:3), the notion of the Local Government Turnaround Strategy is that 
the objectives would allow various municipalities to become developmental and 
help to maximise the use of scarce resources.  According to Turnaround Strategy 
(2009:3), there are worrying trends and signs that are undermining the progress 
and successes achieved thus far. 
 
One of the five key objectives of the Turnaround Strategy is the improvement of 
performance and professionalism in municipalities.  Section 38 of the Local 
Government: Municipal Systems Act 32 of 2000 which prescribes that a 
municipality must establish a performance management system that is: 
 
o Commensurate with its resources; 
o Best suited to its circumstances; and  
o In line with the priorities, objectives, indicators and targets contained in its 
integrated development plan. 
 
Section 40 of the Municipal Systems Act, 2000, further states that a municipality 
must establish mechanisms to monitor and review its performance management 
system. 
There are many ways of improving performance in an institution.  The Local 
Government Turnaround Strategy, passed by the South African Cabinet in 
December 2009, proposes the following interventions: 
 Section 57 to belong to a professional organisation; 
 The professional organisation to monitor the code of conduct of their 
members; 
 ICT systems to be in place in all municipalities to accelerate service 
delivery; 
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 Qualified and skilled staff to be appointed to oversee the implementation 
of by-laws; 
 The internal capacity of municipalities be strengthened to reduce reliance 
on external stakeholders; and 
 The induction of new councillors to be standardised and overseen by local 
government. 
 
According to Davids and Esau (2012:83), the State of Local Government Report 
makes mention of the problems of governance, financial and administrative 
dysfunctionality faced by municipalities that resulted in national intervention 
(Cooperative Governance and Traditional Affairs, 2009b). Similarly, the Local 
Government Turnaround Strategy refers to a myriad of problems facing local 
government. These include, inter alia, the model of local government; policy and 
legislative factors; weaknesses in accountability systems; and capacity and skills 
constraints (Cooperative Governance and Traditional Affairs, 2009a). This 
context of dysfunctionality places skills and capacity at centre stage vis-à-vis the 
development mandate of local government. 
The country faces a development risk if local government fails.  It is important 
that local government transforms its human resources by giving them the skills 
they require in order to realise the above-mentioned objectives. The first example 
is the ICT system which needs computer-literate employees who are able to use 
the system.  The second example is that qualified and skilled staff needs to be 
appointed (Turnaround Strategy, 2009:33).  The ADM is a rural district 
municipality and appears to struggle to obtain skilled staff.  It is therefore crucial 
that the municipality capacitates its staff to be able to oversee the implementation 
of by-laws.  Trained staff could possibly reduce the reliance on external 
stakeholders who are contracted to provide a number of municipal services. 
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2.3 Legislation that impacts on local government 
 
The following are examples of legislation that has an impact on local 
government. 
 
 The Constitution of the Republic of South Africa, 1996, as amended, is the 
supreme law of the country and makes provision for cooperative 
government and the establishment of the local sphere of government.  
The Constitution grants local government the status of a sphere of 
government which is distinctive, interdependent and interrelates with the 
national and provincial spheres. 
 
 The Municipal Finance Management Act 56 of 2003, aims to modernise 
budget and financial management practices by making local government 
sustainable in order maximise the capacity of municipalities to deliver 
services to all their residents, customers, users and investors (Municipal 
Finance Management Act, 56 of 2003).   
 
 The Local Government Municipal Systems Act 32 of 2000, in section 1, 
provides the core principles, mechanisms and processes that are 
necessary to enable municipalities to move progressively towards the 
social and economic upliftment of local communities, and ensure universal 
access to essential services that are affordable to all. 
 
 The Local Government Municipal Structures Act 117 of 1998, in section 2, 
provides for the establishment of municipalities in accordance with the 
requirements relating to categories and types of municipalities to regulate 
the internal systems, structures and office-bearers of municipalities. 
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 The White Paper on Local Government, 1998, urges local government to 
focus on realising developmental outcomes such as the provision of 
household infrastructure and services; the creation of liveable, integrated 
cities, towns and rural areas; and the promotion of local economic 
development and community empowerment and redistribution. 
 
2.4 The History of Skills Development  
 
According to Budlender (2001a:9), problems exist internationally within the 
functioning of labour markets. However, in South Africa this has been made 
significantly more difficult by the country’s apartheid history. Owing to the 
previous policies of discrimination, people of colour, mainly Africans, Coloured 
and Indians, did not receive the same quality of training and education as white 
people did.  This resulted in those disadvantaged individuals filling the lower 
skilled and lower paid jobs (Budlender, 2001a: 9).  Budlender (2001a:9) further 
states that women were also discriminated against in that they frequently did the 
same work as men but were paid less, and could not fill certain positions that 
were held by men.  This was the period when  workers were performing repetitive 
jobs and this  made it more difficult for them to move up the ladder as the market 
was quite rigidly segmented into management, professional, artisan, semi-skilled 
and unskilled levels (Budlender, 2001a:9).   
Skills deficits and unemployment do not only severely constrain the country in 
terms of future economic growth and further development. Most importantly, they 
are the greatest impediment towards a more equal society. After all, South Africa 
is among the most unequal societies in the world (after Brazil), with a Gini 
coefficient between 0.58 and 0.73 and the majority of the population (that is, 
between 40 per cent and 55 per cent, depending on the definition and 
methodology) is still living in poverty (Knight, 2006:1; McGrath & Akoojee, 2007: 
422-423; Seekings, 2007: 11). 
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The overwhelming magnitude of the skills challenge related to general education 
facing the incoming government in 1994 can best be described by figures from a 
report by the Joint Education Trust published in the same year (Heitmann, 2000: 
101). According to this report: 
 
 Approximately 7.5 million people aged 15 and older were illiterate or 
“severely undereducated‟; 
 Almost 3 million were totally unschooled; 
 Another 4.5 million had so little primary education that they were 
considered to be “barely literate; and‟ 
 Overall, the figures revealed an adult illiteracy rate of 29 percent of the 
total population. 
 
The large majority of the population had never been exposed to any form of 
formal training nor received acknowledgement of their acquired skills or 
qualifications, or both (Davids & Esau, 2012:84). The skills and capacity crisis 
confronting many municipalities is largely a result of the differing standards of 
education and service delivery provided to black people in South Africa. For all 
intents and purposes, the variable skills and capacity evidenced across 
organisations and races in South Africa can directly be attributed to the 
introduction of the Bantu Education Act of 1953. This statute denied blacks 
access to educational institutions that were well-resourced and reserved for 
whites (Davids & Esau, 2012:84). 
 
The Department of Labour in its Strategic Plan (2004-2007) committed to an 
ambitious but achievable programme of action that focused on the following: 
 
 The implementation of skills development legislation to meet the skills 
needs of economic growth which contributes to job creation and improve 
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the productivity and competitiveness of big and small enterprises, 
economic sectors and the nation as a whole;. 
 The removal of unfair discrimination and the promotion of workplace 
equality to increase the participation of black people, women and people 
with disabilities in the economic life of the country; 
 The protection of the most vulnerable sectors of the workforce; and 
 The promotion of cooperative labour relations and labour stability. 
 
According to the Skills Development Strategy (2010:6), despite the many 
advances made by the democratic government since 1994 on the education and 
training front, the racial inequalities in the economy, including the racialised 
nature of the skills profile, have not changed in any significant way. Therefore, 
the National Skills Development Strategy III will have to prioritise confronting 
these racial inequalities, with a particular focus on giving more opportunities to 
(currently) disadvantaged South Africans. This requires focused attention on 
skills provision for blacks in general and Africans in particular (Skills 
Development Strategy (2010:6) 
 
The shortage of skills development in South Africa was due to the poor training 
legacy provided by the former apartheid regime (Badroondien, 2003:434).  
During the 1980s and 1990s, the National Training Board and the Human 
Sciences Research Council undertook three studies to investigate the nature of 
training in South Africa.  In all the three studies, the lack of employer training was 
heavily criticised.  They highlighted that there was a lack of commitment to 
training among many employers and that employers had problems in identifying 
training needs in their companies (Badroondien, 2003:434).   
 
The reintroduction of South Africa into the world economy has increased the 
demand for better skilled workers and has led to a decline in the demand for 
unskilled labour (Wooland, Kneebone & Lee, 2006:456).  It is proposed by Kraak 
(2005:460) that this demand arose as a result of globalisation as well as a 
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combination of the shifting patterns in the industrial employment structure and 
the changing occupational structure of employment within industries. The 
occupational structure of employment today requires a skilled workforce that has 
the capacity to influence change, and has an understanding of the particular 
environment of the organisation. These changes demand certain management 
skills.  The need for skills is not restricted to the private sector but is pertinent in 
the public sector, especially since government remains largely inexperienced in 
governing and policy-making (Nkosi:2007:30) 
 
In terms of the policy document “An Introduction to the Skills Development 
Strategy” (2001: 12), during the last decade of apartheid the primary training law 
in South Africa was the Manpower Training Act of 1981.  This Act established the 
National Training Board (NTB) which gave training advice to the then Minister of 
Manpower.  This Act was aimed at government departments, businesses and 
white trade unions.  In 1991 the Congress of South African Trade Union 
(COSATU) was invited to join the NTB in its design of a new training system 
policy.  In 1993 the NTB and COSATU presented a draft training strategy.  After 
the first democratic elections in 1994 the National Training Strategy Initiative was 
established based on the draft document which initiated new training and skills 
development legislations such as The South African Qualifications Authority Act 
(Act 58 of 1995) and The Skills Development Act (Act 97 of 1998) (An 
introduction to the Skills Development Strategy 2001: 29). 
 
Badroodien (2003:30) argues that before 1994, the industrial training regime in 
South Africa was characterised by an extremely poor track record in the provision 
of education because of the racially exclusionary provision of primary, secondary 
and tertiary institutions, as well as the failure of firms to recognise the importance 
of training within an emerging and competent global environment. This weakness 
provided a great challenge to the newly elected democratic government after 
1994, whose inclusion in the world economy depended on skilled and properly 
trained people.  
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Badroodien (2003:31) further identifies a number of factors which were brought 
to the fore for the new government to increase skills development and training.  
The first key factor is the new education and training demands of the global 
economy.  The second key factor pertains to scarce skills arising from the 
previous closed and highly protected South African economy.  The third factor is 
the high rate of skilled labour emigration immediately after 1994 and the fourth 
key factor is undoing the inequity and disadvantages fostered under apartheid as 
well as assisting the vulnerable in the labour market such as the unemployed.  
Badroodien (2003:30) proposes that these factors illuminate and substantiate the 
need for skills development and skills development policies. 
 
2.5 The impact of skills development on service delivery 
 
According to Taylor (2011:3), the South Africa government has made significant 
strides to ensure that communities are able to enjoy an improved quality of life. 
Despite this, there remain numerous problems that negatively influence service 
delivery such as unemployment, the brain drain leading to skills shortages, high 
crime rates and poverty. 
 
Davids and Esau (2012:83) state that the lack of skills has fundamentally 
affected service delivery in two ways. In the first instance, the quality of service 
delivery is affected. With regard to the provision of services such as water, the 
shortage of qualified engineers in approximately 33 municipalities across South 
Africa, for example, has impacted the quality of water provided to the consumer. 
The lack of engineers has resulted in sewerage leaks into dams and rivers 
(Centre for Development and Enterprise, 2010). According to a water quality 
expert at Rand Water, these leaks resulted from the inability to replace the skills 
of retired and senior staff that left the employ of the municipality.  In the second 
instance, the skills and capacity crisis has resulted in non-compliance with 
statutes and policies. Evidence reveals that municipalities are struggling to 
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comply with mandatory reporting and accountability laws (Davids & Esau 
2012:83).  
 
 
2.6 The importance of Skills Development in South Africa 
 
White (2005:39) states that the lives of communities are being transformed and 
that empowerment and learning go together.  This therefore means that, as 
people become more skilled, they are in a position to apply for, and obtain better 
jobs and ultimately earn more money to improve their lifestyles.  The Department 
of Labour has stressed the importance of skills development in a number of 
policies such as the Skills Development Strategy for Economic Growth in South 
Africa (1997), the National Human Resource Development Strategy (2010) as 
well as the Skills Development Act 97 of 1998. 
The National Skills Strategy (2010:13) explains that there is a need to ensure the 
continuous upgrade of skills in the workforce to help ensure an increase in the 
intermediate skills pool, especially in artisan, technician and related occupations, 
attributable to increased capacity at education and training institutions and 
increased workplace experiential learning opportunities.  Kraak (2005:14) 
confirms the shortage of skills in South Africa and has identified three critical 
institutional sub-systems.  The first sub-system is the youth labour market which 
Kraak regards as most important for any youth development.  Institutions such as 
higher learning, pre-employment training and those institutions that give 
employment advice and career counselling are part of the youth labour market 
phase for human development.  In this sub-system Kraak (2005:14) identifies 
problems of skills development by describing the systematic inefficiencies in 
school enrolment and the drop in school population due to increasing of HIV and 
Aids. 
 
The second sub-system looks at the world of work and maintains that skills 
development plays an important role in human resource development in South 
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Africa.  It involves the upgrading of skills within the workplace.  Training in this 
aspect is viewed as a central tool geared to raising the productivity and skills 
level of already employed individuals within the workplace to meet the demands 
of an ever-changing economy.  
 
The third sub-system is national science and innovation.  This sub-system is 
aimed at moving up the production value chain of the economy.  The concept of 
moving up the value chain refers to a nation’s attempt to become more globally 
competitive through the application of greater knowledge intensity in production 
and a shift to greater skills in service provision (Kraak, 2005:15).  
 
2.7 Skills Development Policy in South Africa 
 
Hendricks (2005:46) suggests that skills development legislation strives to 
improve people’s chances of finding jobs or of being employed through 
improvement of their skills. Skills development legislation highlights the 
importance of personal development, training and education for the South African 
economy and for individuals (Hendricks, 2005:46). 
2.7.1 National Skills Development Strategy 
 
 Since 1994, South Africa has come to realise that the economy is in need of 
improvement.  One of the opportunities identified is the skills development of its 
people.  The NSDS was established in March 2001 with the focus on eight goals, 
through which the government hopes to alleviate poverty by creating new jobs 
(National Skills Development Strategy (2011)  
 The first goal is the establishment of a credible institutional mechanism for 
skills development;   
 The second goal is the increasing of access to occupationally directed 
programmes;   
 The third goal is promoting the growth of a public FET college system that 
is responsive to sector, local, regional and national skills needs and 
priorities;   
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 The fourth goal is addressing the low level of youth and adult language 
and numeracy skills to enable additional training;  
  The fifth goal is encouraging better use of workplace-based skills 
development;   
 The sixth goal is encouraging and supporting cooperatives, small 
enterprises, and worker initiated, BGO and community training initiatives;   
 The seventh goal is the increasing of public capacity for improved service 
delivery and supporting the building of a developmental state; and   
 The eighth goal is the building of a career and vocational guidance.  The 
success of these goals depends on the necessary learnerships being 
exploited and supported by the relevant organisations and by the 
unemployed. 
The National Skills Development Act aims at improving skills in the country so 
that people and the economy as a whole produce more and better goods, and 
make South Africa a more equal place for everyone (Badroodien, 2003:438).  
The NDS spells out in detail requirements of sector skills plan and workplace 
skills plans.   
According to Fourie (2002:2), the National Skills Development Strategy promotes 
government priorities and policies for the training and development of public 
officials in South Africa. 
2.7.2 The Constitution of the Republic of South Africa 
 
The Constitution of the Republic of South Africa, 1996, is the supreme law of the 
Country.  Section 195 (1) (h) states that career development practice is one of 
the basic values and principles governing Public Administration.  Section 29 (1) 
(b) states that everyone has the right to further education, which the state must 
take reasonable measures to make progressively available and accessible ( 
Constitution of Republic of South Africa, 1996:13.83). 
 
 
  
30 
 
2.7.3 The Skills Development Act 97 of 1998  
 
Skills development is one of the major challenges facing South Africa.  The Skills 
Development Act, 1998, aims at improving living standards for the majority of the 
population, increasing productivity levels and encouraging a greater 
competitiveness in the world market. The Act was promulgated in 1998 and laid 
the foundation to redress the past by introducing new training systems. These 
systems are aimed at enabling the formerly disadvantaged to also participate 
actively in the country's economic activities. 
According to Ernst (2000), the Human Sciences Research Council (HSRC) was 
tasked by the government in the 1980s to conduct an investigation into education 
and training in South Africa. This initiated the path for skills development 
legislation.  
 
Carrell et al. (1998) state that during the 1990s, the biggest challenge facing 
government was to rebuild the economy. It was proposed that this process would 
be possible if companies raised performance and productivity standards through 
skill enhancement and development. To rebuild training and development, 
stakeholders needed to work together.  The Skills Development Act 97 of 1998 
consists of eight chapters. The main aim of the Act is "to provide an institutional 
framework to devise and implement national, sector and workplace strategies to 
develop and improve the skills of the South African workforce". A better educated 
and trained workforce is needed to make our country more efficient and to trade 
competitively with the rest of the world. People who are skilled have a better 
chance of finding work or starting their own business, which will contribute and 
enhance community development.  
 
The Act promotes the improvement of skills of all South Africans. To achieve the 
aims of the Act, the following areas are emphasised (Skills Development Act: 
1998) 
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• A new institutional framework such as guidelines, rules and structures is 
introduced to determine and implement national, sector and workplace 
skills strategies. This will strive to develop the skills of the South African 
workforce, improve the quality of life of workers, their prospects of work 
and labour mobility. Productivity will increase in the workplace and 
therefore employers are encouraged to use the workplace as an active 
learning environment. This allows employees the opportunities to acquire 
skills at the workplace.  
• Training and development programmes offered are geared towards 
providing workers with nationally recognised qualifications that are 
recognised on the National Qualifications Framework (NQF).  
• Learnerships are provided that lead to recognised qualifications. This is 
achieved through a combination of practical and theoretical learning.  
• Organisations must contribute the required levies.  
• The establishment of a National Skills Authority (NSA) and Sector Education 
and Training Authorities (SETAs).  
• The Act encourages partnerships between government, employers, workers, 
education and training providers and communities. 
 
The achievement of the skills development objectives will be achieved through 
the following institutions and programmes (Skills Development Act: 1998).  The 
National Skills Authority (NSA); Sector Education and Training Authorities 
(SETAs); Learnerships; Skills Programmes; The Skills Development Planning 
Unit and Labour Centres; The National Skills Fund (NSF); The levy/grant system; 
and Encouraging partnerships between workers, employers and the South 
African Qualifications Authority (SAQA)  
 
 
 
  
32 
 
2.7.3.1 The National Skills Authority (NSA)  
 
The NSA was established in April 1999 and is responsible for the following (Skills 
Development Act: 1998) 
• The preparation and implementation of a National Skills Development Strategy; 
• The allocation of funds from the National Skills Fund; and 
• Liaising with the SETAs on the work and progress on the national skills 
policy  
  and strategy  
The NSA is required to advise the Minister of Labour on these matters and has 
the powers to investigate and report to the Minister anything relating to the way 
the National Skills Development Strategy is working. The NSA comprises one 
voting chairperson, 24 voting members, and three non-voting members, 
appointed by the Minister. The members are chosen from organised labour, 
organised business, the community and members of the state, education and 
training providers, employment services and SAQA. The NSA has a constitution 
and a code of conduct governing the members (Skills Development Act: 1998) 
 
 
2.7.3.2 Sector Education and Training Authorities (SETAS)  
 
The two key drivers responsible for implementing skills development and 
identifying priorities for skills development are the Department of Labour and 
SETAs. On 20 March 2000, the Minister of Labour established 25 SETAs, each 
serving a specific sector of the economy (Skills Development Act: 1998).  
Education and training institutions form part of the ETDP SETA sector. The Act 
defines the functions of the SETAs and states that each SETA must (Skills 
Development Act: 1998). 
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• Prepare a sector skills plan and implement this through learnerships, 
encourage employers to draw up a workplace skills plan, and pay grants 
to employers to  encourage training;  
• Prepare, register and promote learnerships;  
• Administer the levy/grant system by paying the grants to employers; and  
• Inform the NSA about progress and report to the Director-General.  
 
A governing board governs SETAs or a council made up of equal numbers from 
organised labour and organised employers. Chambers may be established by 
the SETAs to concentrate on the skills development needs of sub-sectors. 
SETAs must have a constitution, which is approved by the Minister (Skills 
Development Act: 1998).  If a SETA fails to perform, or does not work properly, 
or mismanages money, or fails to represent its sector properly, the Minister can, 
after consultation with the NSA, ask the Director-General to take over the 
administration of the SETA. A memorandum of understanding has been signed 
between the SETAs and the Director-General of the Department of Labour, 
outlining the responsibilities and the obligations of both parties (Skills 
Development Act: 1998). 
 
2.7.3.3 Leanership 
 
A learnership is a mode of delivering a learning programme that combines work-
based experience with structured learning. It is primarily a workplace-learning 
programme supported by structured institutional learning and results in a 
qualification registered with SAQA. A learnership is different from an 
apprenticeship in the following ways (Skills Development Act: 1998). 
 
a) A learnership is demand led; 
b) A learnership promotes access into a qualification or other learning areas; 
c) It is career-oriented; 
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d) It is shorter; and 
e) It is credit-bearing on the NQF 
 
All learnerships must be approved by a SETA and be registered with the 
Department of Labour. Learnerships assist in a route to a career, assist current 
employees to improve skills, have existing skills recognised and assist people 
who are unemployed to find access into the world of work. A learnership 
agreement must be signed between a learner, an employer or group of 
employers, and a training provider or providers. For learners who were working 
for the employer before the learnership agreement was signed, there is no need 
for a new employment contract, but for newcomers there must be an employment 
contract (Skills Development Act: 1998).  The learner must work for the employer 
for the duration of the learnership, which is usually 12 months, and attend any 
education and training programmes that are specified. The employer must 
employ the learner for the period defined in the agreement. In the case of 
newcomers, they should be provided with practical work experience. The training 
provider must be an accredited training provider to offer the education and 
training that is specified (Skills Development Act: 1998). 
 
2.7.3.4 Skills Programme 
 
A skills programme is a programme of learning that addresses a skills need in 
the workplace and therefore is job related. On the completion of a skills 
programme, the learner achieves credits that could be built up to lead towards a 
qualification. A skills programme is shorter than a learnership, but should achieve 
significant credits towards a qualification. The offering of skills programmes can 
receive financial support from a SETA or from the Department of Labour, 
provided funds are available and if the skills programmes meet the objectives of 
the National Skills Development Strategy (Skills Development Act: 1998). 
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2.7.4 The Skills Development Levies Act 9 of 1999  
 
The main aim of this Act is to introduce a levy payment system. The Act is 
divided into three chapters. Chapter 1 deals with the administration, imposition 
and recovery of levies, Chapter 2 deals with the collection of the levies by SETAs 
and Chapter 3 deals with the general provisions and penalties. 
 
According to the Skills Development Levies Act (1999:3) every employer must 
pay a skills development levy from 1 April 2000, at a rate of 0.5 per cent and 01 
April 2001, at a rate of one per cent of the levied amount. This levy is calculated 
from the total amount that the employer pays in remuneration each month. 
National, provincial, registered religious or charitable organisations are not 
required to pay levies. The levies are paid to the South African Revenue Services 
(SARS), which then pays it to the relevant SETA. 
 
According to this Act SETAs have the power to collect levies from employers. In 
terms of the Basic Conditions of Employment Act of 1997, labour inspectors have 
been appointed to serve as inspectors. These inspectors have the power to enter 
the workplace to check that records are accurate and in order (South Africa, 
1999). 
 
In terms of this Act, companies which fail to comply with this Act can be 
prosecuted and, if found guilty, can be fined or imprisoned for not more than a 
year. Offences such as failing to pay the levy, late payment of the levy, providing 
false information or withholding information, failure to provide documents, failure 
to attend court to give evidence, and interfering with a person who is working to 
implement the Act, could result in being fined or imprisoned (South Africa, 1999). 
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2.7.5 South African Qualifications Act (SAQA)  
 
The SAQA Act of 1995 created the South African Qualifications Authority. SAQA 
is responsible for establishing the National Qualifications Framework (NQF) in 
collaboration with other stakeholders. SAQA is required to register qualifications 
and ensure that a high quality is maintained. Two sets of regulations have been 
published under the SAQA Act to oversee the implementation of the NQF. These 
regulations are: The National Standards Bodies and the Education and Training 
Quality Assurance Bodies regulations (SAQA Act 1995). 
 
2.7.5.1 National qualifications framework (NQF)  
 
The objectives of the NQF are described as follows  
• To create an integrated national framework of learning achievements; 
• To facilitate access to, and mobility and progression within education, 
training and career paths; 
• To enhance the quality of education and training; 
• To accelerate the redress of past unfair discrimination in education, training 
and employment opportunities; and 
• To contribute to the full personal development of each learner, and the 
social and economic development of the nation (SAQA Act 1995).  
 
One of the major implications of the NQF in Education and Training is that 
certification is across bands, and not as in the old system where one certificate 
was in education and another in training. The NQF consists of eight levels, which 
are described as follows (SAQA Act 1995). 
 
Level 1 forms part of General Education and Training (GET) and is from 
Preschool to Grade 9. A GET certificate can be obtained from a school, Adult 
Basic Education and Training (ABET) programmes, or the workplace.  
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Levels 2 to 4 form part of Further Education and Training (FET) and are from 
Grade 10 to Grade 12. A FET certificate can be obtained from high schools, 
technical colleges or workplaces.  
 
Levels 5 to 8 form part of Higher Education (HE) and are from diploma to 
doctorate level. A HE qualification can be obtained from higher education 
institutions, professional institutions and workplaces. 
2.7.5.2  National standard bodies (NSBS)  
 
Learning fields are organised into twelve fields, and SAQA established twelve 
National Standard Bodies (NSBs) for each field, such as agriculture and nature 
conservation, engineering and technology. The NSBs are made up of groups of 
experts on a subject and sector and recommend standards and qualifications to 
SAQA for registration on the NQF (SAQA Act 1995).  
 
2.7.5.3  Education and training quality assurance bodies (ETQAs)  
 
The SAQA Act allows for the establishment of education and training quality 
assurance bodies (ETQA). All Sector Education and Training Authorities (SETAs) 
have been accredited as ETQAs by SAQA. ETQAs of the different SETAs 
monitor the quality of training offered by providers in accordance with the NQF 
standards and qualifications. The quality assurance body, namely the Higher 
Education Quality Committee (HEQC), operates under the auspices of the 
Council of Higher Education (CHE). The HEQC conducts a quality assurance 
process to quality-assure all higher education institution registered qualifications 
(SAQA Act 1995). 
 
 
 
 
  
38 
 
2.7.6 The Employment Equity Act of 1998  
 
The Act aims to prevent unfair discrimination in the workplace and to ensure that 
workplaces are representative of all South African people. The Act describes 
previously disadvantaged people as women, black people and people with 
disabilities. Black people include the coloured and Indian communities. The 
Human Resources Training Department places specific emphasis on providing 
education and training opportunities to previously disadvantaged staff.  
 
The opportunities offered are aimed at uplifting employees’ confidence, and 
uplifting their skills to be more marketable, to be competent in their jobs and to 
encourage life-long learning. 
 
2.8 The ADM human resources department and skills development 
policies 
 
According to Nel, Gerber, Van Dyk, Haasbroek, Schultz, Sona, & Werner, 
(2001:27) the human resources department can be described as the physical 
place where employees are charged with carrying out human resources 
management activities. Personnel management they say is practical and 
instrumental and is generally concerned with the administration and 
implementation of human resources management policy. 
 
Nel et al. (2001) describe strategic human resource development as the process 
of changing an organisation, with all its stakeholders and employees, through 
planned learning, to possess the needed knowledge and skills for the future. 
Strategic human resource development assists, in the implementation of the 
organisation's strategic business and human resources plans. To achieve this, 
the cultivation of skills and knowledge is necessary.  According to Meyer, 
Opperman & Dyrbye (2003:43), a holistic view of performance management 
includes identifying learning opportunities, training and development, assessment 
of competence and individual career-pathing. With a proactive strategic approach 
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to planning for training and development, the organisation is more able to 
accurately plan for an appropriate budget. To become a learning organisation, 
learning is to be seen as an on-going process. This is one of the responsibilities 
of management and the individual. 
 
The Amathole District Municipality has eight departments namely: Corporate 
services, Engineering Services, Budget and Treasury, Legislative and Executive 
Support Services, Health and Protections Services, Strategic Management, 
Municipal Managers Office and Land, Housing and Economic Development. 
Corporate Services have two components namely; Human Resources and 
Administration.  Human resources (HR) matters are handled by Human 
Resources component. Among the activities that are assigned to the ADM HR 
component are compensation and benefits issues, such as salaries, leave, 
pension funds and unemployment compensation. Employee services, such as 
job analysis programmes, recruitment and selection, training and development, 
disciplinary procedures, and performance management are services offered to 
the ADM employees. The primary task of the HR component is to ensure that the 
organisation's human resources are utilised and managed effectively as possible.  
The HR component has the following units: 
 
2.8.1 Recruitment and selection 
 
The objective for this unit is the implementation of an integrated people 
development system with a dynamic recruitment and selection process to ensure 
that the best potential candidate is recruited into the ADM and to ensure that the 
employment equity targets are met. The strategies include:  
• To conduct effective HR planning  
• To conduct recruitment and selection according to policy, procedure and    
   Equity plans  
• To conduct Induction of new staff  
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• To ensure the management of information  
 
2.8.2 Performance management 
 
This objective for this unit is the implementation of an integrated people 
development system that aligns the work of all employees to the strategic goals 
of the institution and to motivate employees to improve their performance and 
competence levels. The strategies include:  
• To conduct performance reviews for all staff  
• To conduct performance management training  
• To conduct change management interventions   
• To ensure management of information  
 
2.8.3 Training and development 
 
The objective for this unit is the implementation of an integrated people 
development system to ensure the availability of skills and knowledge when 
needed to build employee competency to improve productivity and commitment 
to lifelong learning. The strategies include:  
 To develop institutional, faculty and divisional training and development 
plans  
 To conduct institutional skills audit  
 Implement Learnerships  
 To ensure education, training and development records for all employees  
 To ensure implementation of skills development act requirements  
 To ensure management of information.  
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2.8.4 Payroll 
 
The objective of this unit is to develop and implement an integrated people 
development system, which drives a remuneration philosophy that fosters 
resource consciousness and the creation of stakeholder value and recognises 
and motivates individual and team performance. The strategies include:  
• To revisit the grading system and ensure that all jobs are graded  
• To ensure market related remuneration  
• To empower management  
• To ensure communication to staff continuously  
• To ensure management of information  
 
2.8.5 Employee relations 
 
The objective of this unit is to encourage sound employment relationships 
through the effective application of legislation, policies and procedures, as well 
as training of all stakeholders in adhering to legislation, policies and procedures. 
The strategies include:  
• To update policies and procedures to be aligned to legislation and 
institutional needs  
• To arrange substantive agreements  
• To empower line management and staff on employee relations  
• To ensure effective management of discipline  
• To be updated on legislation  
• To conduct sound and open communication with the unions  
• To manage exit interview data  
• To implement change management  
  
42 
 
• To manage information  
 
2.8.6 Health and safety 
 
The objective of this unit is to deliver an effective, professional and quality safety, 
health environment service responsive to the needs of the ADM in compliance 
with all the relevant South African legislation. The strategies include:  
 To be legally compliant  
 To ensure emergency preparedness  
 To conduct training and development  
 To formulate and implement policy  
 To ensure effective administration  
 To ensure environmental management  
 To conduct HIV/AIDS awareness  
 
Human Resources Development Unit (HRDU) with its primary purpose to provide 
accredited, quality training for both employed and unemployed candidates of 
ADM and its local municipalities.  This is in line with the Skills Development Act 9 
of 1999, the South African Quality Assurance Act 58 of 1995 and the 
Employment Equity Act 55 of 1998.  The unit coordinates monitors and evaluates 
all skills development initiatives to ensure that they enhance service delivery and 
corporate governance.  
 
The ADM developed the Constitution of the Skills Development and Employment 
Equity Steering Committee and, amongst others, the primary objective is to 
monitor compliance with the requirements of the Employment Equity Act 55 of 
1998 and the Skills Development Act 77 of 1998 and discuss and recommend 
strategic training needs priorities of the municipality as envisaged by the Skills 
Development Act. 
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ADM further developed the District Human Resources Development Strategy for 
the period 2010-2015.  With this strategy in place, the district municipality is able 
to understand the skills development dynamics, including the status of skills 
development. This strategy does not only focus on strengthening internal 
capacity, but it also seeks to develop and improve capacity for its community 
members, particularly the previously marginalised groups.  
 
ADM also have a Training and Development Policy which is fully committed to 
the structured and systematic training and development of all its Councilors and 
employees, on an ongoing basis to enable them to perform their duties effectively 
and efficiently. This enables the Councilors and employees to acquire the skills, 
knowledge and related qualifications and to develop their potential to meet future 
human resources needs of the Municipality (Amathole District Municipality 
Training and Development Policy, 2012).  
 
2.9 ADM skills development process  
 
For all ADM employees there is one process of identifying training interventions. 
The selected category of employees also follows the same process.  However 
the selected employees are given preference from other ordinary employees.  
The process starts with a skills audit, which is followed by a training needs 
analysis. The training and development needs identified through this process 
forms part of the work place skills plan (WPSP), which reflects the training and 
development required for a particular year. To roll out the training and 
development the appropriate providers are identified. An implementation report is 
compiled that contains information on the successes and challenges of the work 
place skills plan. 
 
2.9.1 Skills audit 
 
The process starts with a comprehensive institution-wide skills audit, which takes 
the organisation, and its individual needs into consideration. This process is 
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followed to get commitment and buy-in from all role-players within the 
organisation. The skills audit assists the organisation to develop an inventory of 
the skills within the organisation and assists in the planning of the skills that 
needed to be developed. 
 
2.9.2 Training needs analysis 
 
Training Needs Analysis (TNA) is a process that is conducted annually. It is the 
fundamental foundation of the full Training Cycle. TNA is used to compile training 
needs of Departments.The skills audit results give an indication of the training 
needs required. This reflected the gap between the competencies for the job and 
the competencies for the incumbent. The skills audit tool is a self-assessment. 
The performance management process provides the opportunity for the manager 
to assess the incumbent’s competencies against the required competencies for 
the job. The identified training needs must be in line with job functions that the 
incumbents need to perform. It is also imperative to ensure that the identified 
training needs are in line with the Service Delivery and Budget Implementation 
Plan (SDBIP) objectives, to ensure that the training interventions are relevant 
and that they will assist the employees towards delivery of effective and efficient 
services. 
 
2.9.3 Develop work place skills plan 
 
After TNA process, an Annual Training Plan will be compiled, based on the 
identified needs of the departments.  The plan forms the basis of the compilation 
of the Workplace Skills Plan. Once all these needs have been identified and fed 
into the database the needs are consolidated into the workplace skills plan. The 
workplace skills plan is compiled by the skills development facilitator of the ADM, 
which reflects the training needs for a particular year, the beneficiaries and the 
estimate costs. The workplace skills plan takes on a consultative process within 
the institution, which includes the skills development committee. The skills 
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development committee of the institution is represented by all occupational 
categories. With the support and co-operation of the skills development 
committee the plan is authorized and submitted to the Local Government (LG) 
SETA. 
 
2.9.4 Identify and develop learning programmes 
 
This process involves the identification of service providers to offer the learning 
programmes and also the specific learning programmes. To ensure quality and 
compliance the institution strive as far as possible to source service providers 
who are accredited with the relevant SETA or professional body. All this 
information is compiled in a training prospectus, which is made available to all 
employees electronically, or in hardcopy. 
 
2.9.5 Implement work place skills plan 
 
This part of the process requires the practical administrative arrangements, such 
as communicating the learning programmes, dealing with records, dealing with 
information and advocacy. Employees are informed and consulted with to ensure 
that the relevant training is attended.  
 
2.9.6 Implementation report 
 
This report is compiled at the end of the process that indicates the training 
implemented or not implemented, with costs, provider details and any challenges 
experienced during the training year. The implementation report is submitted to 
the LG SETA, which is assessed against the workplace skills plan and the 
National Skills Development strategy. The institution is then eligible to claim back 
45% of the 1% levy paid for that period.  On quarterly basis a report is also 
submitted to Council for noting. 
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2.10 Conclusion 
 
This chapter highlighted the country’s need to improve its skills and proposed 
that education and training are key priorities for both economic and social policy. 
The lack of skills is cited as a constraint to economic growth and investment. The 
improvement of skills, in terms of skills development legislation, strives to 
improve people’s chances of finding jobs or being self-employed. The legislation 
highlights the importance of education, training and personal development for the 
economy and for individuals.  It furthermore provides a clear set of priorities 
around which government departments, employers, workers, education and 
training providers, and communities can unite to achieve shared goals and 
ambitions. 
 
The Skills Development Strategy is a tangible expression of the commitment and 
seriousness with which government views skills development. This strategy 
requires organisations to understand the importance of training and 
development.  It is against the background described in this chapter that 
municipalities in South Africa have a particularly important role to play in skills 
development of their staff for enhanced basic service delivery.  
 
In the chapter that follows a discussion on the methodology employed for 
purposes of the empirical study is undertaken.  
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CHAPTER THREE:  RESEARCH METHODOLOGY 
 
3.1 Introduction  
 
In this chapter the researcher discusses the methodology that was followed for 
the data collection.  Research methodology is defined as how a study should be 
considered and accomplished (Mouton & Marais, 1990:15).  Bless et al, 
(2006:71) write that methodology is a specification of the most adequate 
operations to be performed in order to test a specific hypothesis under given 
conditions. There are primarily two types of research methodology in the 
humanities, namely: the qualitative and the quantitative methods.  According to 
Brynard and Hanekom (1997:29), qualitative methodology refers to research 
which yields descriptive data. Brynard and Hanekom (1997:28), further articulate 
that research methodology or methods of collecting data necessitates a reflection 
on the planning, structuring and execution of the research in order to comply with 
the demands of truth, objectivity and validity. 
 
Leedy (1997:9) argues that methodology is the core concept underlying all 
research processes.  Leedy (1989:91) also asserts that meyhodology is an 
operational framework wihin which the facts are placed so that meaning may be 
seen more clearly.  Babbie and Mouton (2001:104) propose that research 
methodology refers to the methods, techniques, and procedures that are 
employed in the process of implementing the research design or research plan.  
Strauss and Corbin (2000:1) cite that research methodology can be described as 
a scientific process that seeks to provide answers to questions through a 
systematic approach with the support of credible data. 
This study followed a quantitative approach and the research instrument took the 
form of a structured questionnaire.  This method of data collection allowed the 
researcher to obtain in-depth information to determine the implementation of 
skills development with lower level employees at the Amathole District 
Municipality (ADM).  
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3.2 The research design 
 
Powell (1992: 21) argues that research design is a sequence of events which 
connects the procedure for collecting the empirical data to the initial research 
questions on the one hand, and the subsequent data collection, analysis and 
conclusions on the other.  According to Babbie and Mouton (2001:647), a 
research design is a plan or structured framework of how one intends conducting 
the research process in order to solve a problem.  Bryman (1992:11) argues that 
the survey’s capacity for generating quantifiable data on larger numbers of 
people who are known to be representative of a wider population in order to test 
theories or hypotheses has been viewed by many practitioners as a means of 
capturing many of the ingredients of science.  
 
Neuman (2006:276) concurs with this view by stating that survey researchers 
sample many respondents who answer the same questions, measure many 
variables, test multiple hypotheses and infer temporal order from questions about 
past behaviour, experiences and characteristics.  Babbie (1998:90) states that 
there are three most common and useful purposes of social research which are 
exploration, description and explanation.  A brief explanation on each now 
follows: 
 
 Exploration is the attempt to develop an initial, rough understanding of 
some phenomenon; 
 Description is the precise measurement and reporting of the 
characteristics of some population or phenomenon under study; and 
 Explanation is the discovery and reporting of relationships among different 
aspects of the phenomenon under study. 
 
Dane (1996:20) defines research design as a scheme or structure by which a 
research study is to be conducted. 
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According to Kumar (2011:94), research design is a plan, structure and strategy 
of investigation so conceived as to obtain answers to research questions or 
problems.  The plan is the scheme of programme of the research; it includes an 
outline of what the investigator will do from writing the hypothesis and their 
operational implications to the final analysis of data (Kumar, 2011:94).  Kumar 
(2011:94) further defines research design as a blueprint or detailed plan for how 
a research study is to be completed, operationalising variables so they can be 
measured, selecting a sample of interest to study, collecting data to be used as a 
basis for testing hypothesis, and analysing the results.  Furthermore a research 
design should provide detailed information about: 
  
 Who will constitute the study population? 
 How will the study population be identified? 
 Will a sample or the whole population be selected? 
 If a sample is selected, how will it be contacted? 
 How will consent form be sought? 
 What method of data collection will be used and why? 
 In the case of a questionnaire, where will the responses be returned? 
 How should respondents contact you if they have queries? 
 In the case of interviews, where will they be conducted? 
 How will ethical issues be taken care of? (Kumar, 2011:95). 
 
3.3  Quantitative versus qualitative research methods 
 
Neuman (2011:165) states that quantitative research originates in principles 
about the research process and assumptions about social life. In a quantitative 
study, one relies more on positivist principles and use of a language of variables 
and hypothesis.  On the other hand, a qualitative study relies more on the 
principles from interpretive or critical social science, the emphasis on conducting 
detailed examinations of specific cases that arise in the natural flow of science.  
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According to the Nelson Mandela Metropolitan University’s Study Guide on 
Research Methodology (2012:13), qualitative research places emphasis on 
understanding through looking closely at people’s words, actions and records 
whilst the quantitative approach to research looks into mathematical significance 
and the results of the observations are quantified.  
 
Leedy (1989:100) asserts that certain requirements must be met in order to apply 
the quantitative method.  These include the following: 
 
 The problem has to be properly defined; 
 Analysis of such a problem must be meticulous and comprehensive; and 
 Solutions must take place consciously, rationally, systematically and 
scientifically. 
 
Welman & Kruger (2001:5) suggest that a qualitative research approach should 
contain the following: 
 
 The data is in the form of words from documents, observations or 
transcripts; 
 Theory can be causal or non-causal and is often inductive; 
 Hypotheses are frequently undeclared or merely in the form of a research 
goal;   
 Concepts are in the form of themes, generalisations and taxonomies; and 
 Research procedures are particular and replication is very rare.  
 
Kumar (2011:104) proposes that quantitative study designs have more clarity 
and distinction between designs and methods of data collection, whilst in 
qualitative research study there is an overlap between the two.  In quantitative 
research enough detail about a study design is provided for it to be replicated for 
verification and reassurance.  In qualitative research little attention is paid to 
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study designs or the other structural aspects of a study, hence the replication of a 
study design becomes replicated (Kumar, 2011:104). 
 
According to the Nelson Mandela Metropolitan University’s Study Guide on 
Research Methodology (2012:13), a major difference between the two 
approaches is not the counting or lack of counting of the occurrences of a 
particular word or behaviour, but rather the meaning given to the words, 
behaviours or documents as interpreted through quantitative or statistical 
analysis as opposed to patterns of meaning which emerge from the data, and are 
often presented in the participant’s own words.  
 
According to Kumar (2011:103) quantitative study designs are specific, well 
structured, have been tested for their validity and reliability, and can be explicitly 
defined and recognised, whilst study design in  qualitative research either do not 
have these attributes or have them to a lesser degree.  They are less specific 
and precise and do not have the same structural depth.   
 
According to Welman & Kruger (1999:7), a quantitative research method may be 
described in general terms as that approach to research in the social sciences 
which is are highly formalised.  Qualitative research is oriented towards 
exploration, discovery and inductive logic.  Data is collected through 
observations, interviews and other qualitative research methods (Welman & 
Kruger, 1999:186).  Brynard & Hanekom (1997:29) assert that with a quantitative 
approach the researcher assigns numbers to observations by counting and 
measuring the data it produces. 
 
The researcher perceived the quantitative research methodology to be more 
relevant for this research study as it would enable the researcher to obtain 
relevant information from the sample group through a questionnaire with closed 
and open-ended questions. 
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3.4  Research Instruments   
 
3.4.1 Unit of analysis and population 
 
According to the Nelson Mandela Metropolitan University’s Study Guide on 
Research Methodology (2012:10-13), it is stated that researchers’ shape their 
theoretical concepts to apply to one or more units of analysis, and this refers to 
the “what” of the study.  A unit of analysis is the unit, case or part of social life 
that is under consideration in a study and they are therefore typically also the 
units of observation.  Units of analysis then are those things we examine in order 
to construct summary descriptions of all such units and to explain differences 
among them. 
 
Brynard and Hanekom (1997:43) assert that population refers to subjects, 
objects, phenomena, cases, events and activities which the researcher would like 
to study in order to gain some new insights.  Welman & Kruger (1999: 187) 
suggest that the population is the study object which may be individuals, groups, 
organisations, events or conditions to which they are exposed.  
 
For the purpose of this study, the unit of analysis was the Amathole District 
Municipality (ADM) and the population comprised of all low level category of 
employees who could read and write basic English from all departments. 
 
3.4.2 Sampling 
 
According to Kumar (2011:192) the selection of a sample in quantitative and 
qualitative research is guided by two opposing philosophies.  In quantitative 
research one attempts to select a sample in such a way that it is unbiased and 
represents the population from where it is selected.  In qualitative research, 
number considerations may influence the selection of a sample such as, for 
example:  the case in accessing the potential respondents; judgement that the 
person has extensive knowledge about an episode, an event or a situation of 
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interest; how typical the case is of a category of individuals or simply that it is 
totally different from others (Kumar, 2011:192). 
 
According to Babbie (1998:164), sampling is the process of selecting a sample 
(smaller group) form a larger group, which must be representative of the larger 
group.  For the purpose of this study the researcher focused on all low level 
category of employees who are normally called, general workers, employed by 
the ADM.  The rationale behind choosing this category of employees was to 
ensure that at the end results were achieved.  All low level category of 
employees were invited to participate in the study and the only requirement for 
their participation was that they needed to be able to read and write basic 
English. 
 
The sample size for this study comprised of 30 selected employees from the 
Amathole District Municipality based on the above-mentioned criteria for 
selection.  Webster (1985) defines a sample as a “finite part of a statistical 
population whose properties are studied to gain information about the whole.” 
When dealing with people, it can be defined as a set of respondents (people) 
selected from a larger population for the purpose of a survey.  Neuman 
(2011:240) defines a sample as a small set of cases a researcher selects from a 
large pool and generalises to the population.   
 
The purpose of sampling in quantitative research is to draw inferences about the 
group from which one have selected the sample, one is guided by a 
predetermined sample size that is based upon a number of other considerations 
in addition to the resources available (Kumar, 2011:192). 
 
Neuman (2011:241) states that probability sampling is used in quantitative 
research because it is very efficient; it saves a lot of time, and delivers.  For 
purposes of this study 30 selected employees were deemed adequately 
representative for the purpose of determining parameters or characteristics of the 
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whole population. Neuman (2011:241) further states that the word sampling 
creates confusion in qualitative research because the term is closely associated 
with quantitative studies. 
 
 
The primary consideration in purposive sampling is your judgement as to who 
can provide the best information to achieve the objectives of your study (Kumar 
2011:207).  The researcher can go to the people who in researcher’s opinion are 
likely to have the required information and be willing to share it (Kumar 
2011:207). This type of sampling is extremely useful when one wishes to 
construct a historical reality, describe a phenomenon or develop something about 
which only a little is known (Kumar 2011:207). 
 
Warwick and Linenger (1975:74) write that in purposive sampling, sample 
elements are chosen by the researchers using their own discretion about which 
informants are typical or representative.  Bless and Smith (2000:92) concur with 
Warwick and Linenger that purposive or judgemental sampling is based on the 
judgement of a researcher regarding the characteristics of a representative 
sample.  They further declare that a sample is chosen on the basis of what the 
researcher considers to be typical units.  
 
Bailey (1982:99) concurs with the abovementioned authors and states that in 
purposive sampling the investigator uses his or her own judgement about which 
respondents to choose, and picks only those who best meet the purpose of the 
study. 
 
The participants were chosen because they were suitable subjects in relation to 
the purposes of the study.  According to Babbie and Mouton (2006:166), it is 
sometimes appropriate to select one’s sample on the basis of one’s own 
knowledge of the population. Purposive sampling selects information-rich cases 
for in-depth study (Patton, 1990).  According to Neuman (2011:267), purposive 
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sampling is a valuable sampling approach for special situations.  It uses the 
judgement of an expert in selecting cases, or it selects cases with a specific 
purpose in mind.  Bailey (1982:99) concurs with the abovementioned authors and 
points out  that in purposive sampling the investigator uses his or her own 
judgment about which respondents to choose, and picks only those who best 
meet the purpose of the study.  
 
The researcher selected the above-mentioned sampling method because she 
needed to assess the skills development programmes offered to low level 
category of employees within the ADM, employees who could speak and write 
basic English.   
 
3.4.3 Questionnaire 
 
Moore (1983:10) asserts that a research survey is the most widely used method 
of collecting data in the social sciences.  The primary function of surveys is to 
collect information which can then be analysed to produce conclusions.  Surveys 
can be divided into two broad categories, namely, the questionnaire and 
interviews.  Questionnaires usually involve paper and pencil as the instruments 
and the respondent completes same whilst interviews are conducted and 
completed by the interviewer based on the responses of the respondents (Moore 
1983:10). 
 
A questionnaire is often a written list of questions the answers are recorded by 
respondents (Kumar 2011:145).  In a questionnaire respondents read the 
questions, interpret what is expected and then write down the answers (Kumar 
2011:145).   
 
Welman & Kruger (1999:7) assert that quantitative research methods are highly 
structured, tend to use primarily closed-ended questions and are administered in 
the form of a questionnaire.  There are questions or statements that the 
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respondents are expected to answer, and in most cases this is done 
anonymously (Seliger & Shohamy, 1989).  Questionnaires are usually answered 
in a written form whereas interviews are answered orally. There are two main 
advantages attached to the questionnaires as a tool for data collection, namely: 
they are can be self-administered and can be given to a large group at the same 
time.  Questionnaires are more likely to gather data which is valid and reliable 
compared to potential feelings of intimidation, which could emerge in interviews.  
Neuman (2011:337) states the following advantages of questionnaires: 
 
 Questionnaires can be given directly to respondents, who read the 
instructions and questions and then record their answers; 
 A single researcher can conduct this type of survey at very low cost and 
cover a wide geographical area; and 
 The respondent can complete the questionnaire when it is convenient and 
can check personal records for information if necessary. 
 
According to Kumar (2011:146) the following are methods to consider when 
selecting to administer questionnaires in terms of a quantitative survey, namely: 
 
 The mailed questionnaire - The most common approach to collecting 
information is to send the questionnaire to prospective respondents by 
mail.  This approach presupposes that you have access to the addresses 
of the respondents.  Usually it is a good idea to send a prepaid, self-
addressed envelope with the questionnaire as this might increase the 
response rate.  A mailed questionnaire must be accompanied by a 
covering letter.  One of the major problems with this method is the low 
response rate.  In the case of an extremely low response rate, findings 
have very limited applicability to the population studied. 
 Collective administration – One of the best ways of administering a 
questionnaire is to obtain a captive audience such as students in a 
classroom, people attending a function, participants in a programme or 
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people assembled in one place.  This ensures a very high response rate 
as the researcher will find few people who refuse to participate in the 
study.  Also, as the researcher you have personal contact with the study 
population, you can explain the purpose, relevance and importance of the 
study and can clarify any questions that respondents may have.  If you 
have a captive audience for your study, don’t miss the opportunity – it is 
the quickest way of collecting data, ensures a very high response rate and 
saves money on postage. 
 Administration in a public place – Sometimes a questionnaire can be 
administered in a public place such as a shopping centre, health centre, 
hospital, school or pub.  This naturally depends upon the type of study 
population one is looking for, and where it is likely to be found.  Usually 
the purpose of the study is explained to potential respondents as they 
approach and participation in the study is requested.  Apart from being 
slightly more time consuming, this method has all the advantages of 
administering a questionnaire collectively. 
 
According to Kumar (2011:158) the order of questions in a questionnaire or in an 
interview schedule is important as it affects the quality of information, and the 
interest and even willingness of a respondent to participate in a study.  Kumar 
(2011:158) further states that there are two categories of opinion as to the best 
manner in which to order the sequence of the questions.  The first is to ask 
questions randomly and the second is to follow a logical progression based upon 
the objectives of the study. The researcher believes that the latter procedure is 
better as it gradually leads the respondent into the gist of the research study and 
this was the method followed in the construction of the questionnaire.   
 
As previously mentioned, 30 employees comprised the sample group and 
questionnaires were administered to the participants.  Both open and closed-
ended questions were asked in an effort to secure as much relevant information 
as possible.  The questionnaires were distributed by the researcher in person at 
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the Amathole District Municipality to the selected participants, who had all given 
their written consent to participate in the survey.  The respondents remained 
anonymous as no names or any other forms of identification were requested by 
the researcher or in terms of the questionnaire.    
 
 
 
The following diagramme illustrates methods of data collection.   
 
 
 
 
 
 
 
 
 
 
 
 
 
Source: Kumar R. 2011:139 Figure 3.4 
 
3.5 Ethical considerations 
 
According to Brynard and Hanekon (1997:4), there are two overarching ethical 
requirements for researchers’, that is, honesty and confidentiality.  Miller and 
Brewer (2003:95) suggest that social research is a dynamic process that often 
involves an intrusion in people’s lives and therefore largely depends on the 
establishment of a successful relationship between the researcher and the 
respondents.  Central to this relationship is ethical responsibility, which is integral 
to the research topic and to research design and planning. 
 
Methods of data collection 
Secondary 
sources 
Primary sources 
Documents  
-govt 
publications 
-earlier research 
-census 
-personal 
records 
-client histories 
-service records 
 
 
Observation  Interviewin
g  
Questionnaire  
Mailed questionnaire 
Structured  Participan
t  
Collective 
questionnaire Unstructured  
Non-participant 
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Bak (2004:28) asserts that any research that involves people must show 
awareness of the ethical consideration and an agreement to conduct the 
research in accordance with ethical procedures and protocols. 
 
Kalof et al (2008:46) state that ethical behaviour in research is important because 
it defines what is and is not permissible to do when conducting research.  Thus 
ethical behaviour serves as a moral code that guides the activities of a 
researcher.  Neuman (2003:139) writes that confidentiality implies that 
information may have names attached to it but the researcher holds it in 
confidence or keeps it confidential from the public.  Babbie and Mouton 
(2001:523) state that the researcher can identify a given person’s responses but 
essentially promises not to do so publicly. 
 
In every discipline it is considered unethical to collect information without the 
knowledge of participants, and their expressed willingness and informed consent 
(Kumar 2011:244).  Informed consent implies that subjects are made adequately 
aware of the type of information the researcher wishes to obtain, why the 
information is being sought, what purpose it will be put to, how they (the 
respondents) are expected to participate in the study and how it will directly or 
indirectly affect them (Kumar 2011:244). 
 
According to Babbie and Mouton (2006:522) social research should never 
infringe on the rights of the people being studied, regardless of whether they 
voluntered for the study or not.   The researcher adhered to all ethical guidelines 
and protocols in conducting this research and that no harm was caused to any of 
the participants.  All participants were informed of their rights prior to the 
administration of the questionnaire and they were also informed that they were 
free to withdraw from the survey at any time without any adverse consequences. 
 
According to Neuman (2003:135), informed consent is a fundamental ethical 
principle of social research.  Neuman (2003: 136) further states that participation 
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should be voluntary and no one should be coerced into taking part in a research 
project against their free will.  Bless et al (2006:142) write that participants have a 
right to know what the research is about, how it will affect them, the risks and 
benefits of participation, and the fact that they have the right to decline to 
participate if they choose to do so. 
 
In line with the social science code of ethics and the ethical requirements of the 
Nelson Mandela Metropolitan University, participants were assured of their 
confidentiality and anonymity.   Participants in this research project were 
provided with an informed consent form, which was carefully explained before 
answering the questionnaire (Appendix A).  Participation in this study was on a 
voluntary basis and participants were allowed to withdraw at any stage of the 
research process. Application for permission to undertake the study was 
obtained from the Municipal Manager of the Amathole District Municipality and 
also from the Research, Technology and Innovation: Higher Degrees Committee 
of the Faculty of Arts, Nelson Mandela Metropolitan University. 
 
 
3.6 Conclusion 
 
This chapter focused on the methodology employed for purposes of this treatise. 
A discussion on the research instrument in the form of a questionnaire was also 
undertaken.   Sampling methods and ethical consideration was also reviewed.   
Discussions on the main findings from the empirical survey are presented in the 
chapter that follows. 
 
CHAPTER FOUR: DATA NALYSIS AND INTERPRETATION 
 
4.1 Introduction  
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In the previous chapter the researcher described the research methodology to be 
followed in collecting data, and justified the choices made with respect to 
methods of data collection and analysis.  The purpose of this chapter is to report 
on the findings of the empirical research that was conducted in the Amathole 
District Municipality.  The main aim of this research was to assess skills 
development programmes for selected employees at the ADM.   
 
4.2 Background of the study area 
 
The Amathole District Municipality is situated within the Eastern Cape Province, 
between Port Alfred and Port St Johns. The district stretches from the Indian 
Ocean coastline in the south to the Amathole Mountains in the north. The District 
includes large parts of the former Ciskei and Transkei homeland areas, which 
means the district has large disparities within its borders. It is bordered by the 
Cacadu, Chris Hani, and OR Tambo municipalities.  The District covers a land 
area of roughly 21 229km².  
 
 
 
 
 
 
 
 
4.3 Map of Amathole District Municipality 
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Source: Urban-Econ Eastern Cape, 2011 Figure 4.3 
The Amathole District Municipality’s area of jurisdiction is made up of seven 
local municipalities, as follows: 
 Amahlathi Municipality, comprising the towns of Stutterheim, Cathcart, 
Keiskammahoek and Kei Road, as well as numerous peri-urban and rural 
settlements; 
 Nxuba Municipality, comprising the towns of Bedford and Adelaide and 
surrounding rural areas; 
 Nkonkobe Municipality, comprising the towns of Alice, Fort Beaufort and 
Middledrift, the smaller towns of Hogsback and Seymour, as well as 
numerous peri-urban and rural settlements; 
 Ngqushwa Municipality, comprising the town of Peddie, the coastal town of 
Hamburg,  as well as numerous peri-urban and rural settlements; 
 Great Kei Municipality, comprising the town of Komga, the small coastal 
towns of Kei Mouth, HagaHaga, Morgan Bay and Cintsa, and a number of 
rural settlements; 
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 Mnquma Municipality, comprising the main town of Butterworth, the small 
towns of Ngqamakwe and Centani, as well as numerous peri-urban and rural 
settlements; and 
 Mbhashe Municipality, comprising the towns of Idutywa, Elliotdale and 
Willowvale, and numerous peri-urban and rural settlements. 
 
The purpose of this chapter is to report on the findings from the empirical 
research that was conducted in the Amathole District Municipality.  Data was 
gathered from a selected category of employees.  During April 2013 a letter was 
sent to the Municipal Manager requesting permission to conduct the study using 
a selected category of employees. 
Permission to conduct the study was granted by the Municipal Manager on 10 
May 2013.  The purpose of the study was explained by the researcher and the 
employees were encouraged to participate specifically in the context of 
developmental local government. 
4.4 Key areas of the questionnaire 
 
The research questionnaire was divided into two sections, namely section 1 and 
section 2.  Section 1 dealt with obtaining the profiles of respondents and section 
2 dealt with obtaining information on current and future skills needs.  This would 
enable the researcher to assess the skills development programmes offered to a 
selected category of employees. The study was confined to the general workers 
in the engineering department.   
4.5 The response rate  
 
The researcher distributed thirty (30) questionnaires to the respondents.  Some 
of the questionnaires were distributed via email and some of them were hand 
delivered.  Out of thirty (30) questionnaires distributed, twenty-four (24) were 
completed and returned. The researcher proceeded with the analysis of the data 
as an 80 per cent response rate is regarded as satisfactory for this study. 
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According to Bailey (1982:165), a response figure of at least fifty percent (50%) 
should be sufficient for analysis of the data, a figure of 60 percent can be 
regarded as “good” and a figure of 70 percent can be seen as “very good”.  This 
is confirmed by Babbie and Mouton (2001:261) who say a rule of thumb about 
the return/response rate is that a response rate of 50 per cent is adequate for 
analysis and reporting, 60 per cent is good and 70 per cent is very good. 
 
4.6 Personal profile 
 
Questions 1 – 9 of the questionnaire required the respondents to complete 
general biographical data, inter alia, gender, age; job level, department and 
length of service as ADM. The results are presented below: 
 
4.6.1 Name of the organisation 
 
Frequency Percent
Valid Amathole District Municipality 24 100.0
Organisation
 
Figure 4.7.1 - Own Construction 
 
The above result indicates that all the respondents are from the Amathole District 
municipality.  There are no other respondents except for ADM employees. 
 
 
4.6.2 Your position in the organisation 
 
Frequency Percent
Valid Permanent 24 100.0
Position
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Figure 4.7.2 - Own Construction 
 
The above analysis shows that respondents to this questionnaire are all 
permanent employees of ADM; there is no one who is on contract or part-time. 
 
4.6.3 Your role in the organisation 
 
Frequency Percent
Gen Worker 21 87.5
Other 3 12.5
Total 24 100.0
Designation
Valid
0.0
20.0
40.0
60.0
80.0
100.0
Frequency
87.5
12.5
Gen Worker
Other
 
 Figure 4.6.3 - Own Construction 
 
The above analysis shows that the vast majority of the respondents are low level 
category of employees, which translates in terms of percentage into 87.5 per 
cent.  12.5 per cent is made up of the Skills Development Facilitator, Training 
Officer and Chief Training Officer.  These are the officials who implement the 
training and skills development programmes at the Amathole District Municipality 
and where accordingly included in the sample group of respondents. 
 
 
 
 
 
  
66 
 
4.6.4 Number of years in your current position 
 
Frequency Percent
< 1 year 8 33.3
1-5 years 11 45.8
6-10 years 4 16.7
11+ years 1 4.2
Total 24 100.0
Years_current_position
Valid
0.0
10.0
20.0
30.0
40.0
50.0
Frequency
33.3
45.8
16.7
4.2
< 1 year
1-5 years
6-10 years
11+ years
 
Figure 4.6.4 - Own Construction  
 
The above diagramme shows that 33.3 per cent have been with the ADM in their 
current position for less than a year.  This therefore means that the ADM 
recruitment process is very high.   
 
45.8 per cent have been in their current positions for a period of between one to 
five years.  This is translated as 46 per cent of the employees in the ADM have 
been doing the same job for almost five years. 
 
16.7 per cent of the respondents have had six to ten years in their current 
positions.  This therefore means that 16.7per cent of respondents have been 
doing the same job for almost ten years. 
 
4.2 per cent are respondents who have spent 11 years and more in the same 
position.  This is translated as these respondents have been doing the same 
work for more than 11 years.   
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4.6.5 Previous experience 
 
Frequency Percent
Only worked for current 2 8.3
Has worked for another 11 45.8
Has worked for more than 2 8 33.3
Has worked for other 3 12.5
Total 24 100.0
Experience
Valid
0.0
50.0
Frequency
8.3
45.8
33.3
12.5
Only worked for current
Has worked for another
Has worked for more than
2
 
Figure 4.6.5 - Own Construction 
 
The above diagramme illustrates the previous experience of the respondents. 8.3 
per cent of the respondents have worked only for the Amathole District 
Municipality as their first employer. 
45.8 per cent of the respondents have worked for another sector or organisation.  
This therefore means that the ADM is their second employer.  The deduction 
may be made that the ADM attracts many candidates from other organisations. 
33.3 per cent of the respondents have worked for more than two organisations or 
sectors before joining the ADM. 
 
12.5 per cent of the respondents have worked for many other organisations. 
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4.6.6 Age group 
 
Frequency Percent
21-29 years 3 12.5
30-39 years 9 37.5
40-49 years 12 50.0
Total 24 100.0
Age
Valid
0.0
50.0
Frequency
12.5
37.5
50.0
21-29 years
30-39 years
40-49 years
 
Figure 4.6.6 - Own Construction  
 
The age of the respondents in this study indicates that there is no one who is 
twenty-one and under: they are all mature with the highest age range being forty 
to forty-nine (40-49).  The ages of 50 percent of the respondents ranged from 40-
49.  
 
37.5 per cent   of the respondents are aged between thirty to thirty-nine (30-39) 
and 12.5 per-cent are respondents whose ages range from twenty-one to twenty-
nine (21-29).  
 
It is deduced from the above information that the ADM has experienced 
personnel.  This poses no threats in terms of personnel retiring as the highest 
age does not exceed forty-nine years. 
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4.6.7 Gender 
 
Frequency Percent
Male 10 41.7
Female 14 58.3
Total 24 100.0
Gender
Valid
0.0
100.0
Frequency
41.7
58.3 Male
Female
 
Figure 4.6.7 - Own Construction 
 
The above diagramme reveals the gender of the respondents in the research 
study.  The respondents were both males and females. Of the respondents that 
returned their completed questionnaires, it was observed that ten (10) 
respondents were males and fourteen (14) were females. 
 
 This then translates to 58.3 per cent are female respondents and 41.7 per cent 
are male respondents within the Amathole District Municipality.   
 
The deduction is that there is a predominance of females and therefore the issue 
of gender equality is addressed as required by the Affirmative Action and 
Employment Equity Act 55 of 1998. 
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4.6.7 Employment equity  
 
Frequency Percent
African 22 91.7
Coloured 1 4.2
Indian 1 4.2
Total 24 100.0
Emp_Equity
Valid
0.0
100.0
Frequency
91.7
4.2 4.2
African
Coloured
Indian
 
Figure 4.6.8 - Own Construction 
 
The above diagramme illustrates the fact that the respondents in the research 
study are mostly Africans.  This is translated in terms of percentages as 91.7per 
cent. It can be deduced that most of the employees working for the Amathole 
District Municipality are Africans. 
The Employment Act (1998:1-55) indicates that training and development will 
encompass fairness in promoting development and efficiency in the workplace.  
The Act also suggests that the SDA must be implemented with EEA as a 
supporting document, thus ensuring that disadvantaged individuals get 
preference when it comes to skills development. 
Coloureds and Indians both share 4.2 per cent and the rest of employees at the 
Amathole District Municipality are Africans. 
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4.6.8 Highest qualification 
 
 
Frequency Percent
Lower than Matric 12 50.0
Matric 8 33.3
Certificate 3 12.5
Diploma/Degree 1 4.2
Total 24 100.0
Qualification
Valid
0.0
50.0
Frequency
50.0
33.3
12.5
4.2
Lower than Matric
Matric
Certificate
Diploma/Degree
 
Figure 4.6.9 - Own Construction 
The diagramme above illustrates the fact that most of the respondents (namely 
83.3 per cent) in the research study have a matric qualification (33.3 per cent) or 
lower (50 per cent).  This means that only 16.7 per cent of the employees of the 
Amathole District Municipality have qualifications higher than grade 12.  There 
are 12.5 per cent of employees who have certificates, 4.2 per cent who are in 
possession of diplomas or degrees.  
It is a matter of concern that most of the ADM officials who participated in the 
study do not have post-matric qualifications. 
 
4.6.9 Section 2 of questionnaire 
 
This section was the key focus area of the questionnaire and it dealt with current 
and future training, skills and in-house support or assistance. 
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4.6.9.1 Have you ever been on skills development/training programmes at the 
Amathole District Municipality? 
 
Frequency Percent
Yes 16 66.7
No 8 33.3
Total 24 100.0
Q2_1
Valid
0.0
50.0
100.0
Frequency
66.7
33.3
Yes
No
 
Figure 4.6.9.1 - Own Construction 
 
The above diagramme indicates that most of the respondents, namely 66.7 per 
cent in the research study had attended skills development or training 
programmes.  Only 33.32 per cent of the respondents had not yet attended skills 
development or training programmes.   
It can be deduced that the ADM employees are given a fair chance to partake in 
skills development or training programmes. 
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4.6.9.2  Do you know what mentorship is? 
 
Frequency Percent
Yes 20 83.3
No 4 16.7
Total 24 100.0
Q2_2
Valid
0.0
100.0
Frequency
83.3
16.7 Yes
No
 
Figure4.6.9.2 - Own Construction 
 
Most of the respondents in the research study understand the mentorship 
programme.  This is supported by the above graph which reveals that 83.3 per 
cent of the respondents are aware of the mentorship programme. 
Only 16.7 per cent responded negatively.  The transfer of skills is linked to the 
NSDS, and the ADM is implementing a mentorship programme. 
According to Van Eck (2001:6), the benefits of mentorship to an organisation can 
be discussed within the parameters of the following six distinct elements: the 
integration of the individual; a decrease in personnel turnover; organisational 
communication; leadership and management development; productivity and 
command succession.   
From the fact that most of the respondents are aware of the mentorship 
programme it is deduced that managers or supervisors are mentoring their staff.  
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4.6.9.3  Has your organisation implemented learner ships? 
 
Frequency Percent
Yes 21 87.5
No 3 12.5
Total 24 100.0
Q2_3
Valid
0.0
50.0
100.0
Frequency
87.5
12.5
Yes
No
 
Figure 4.6.9.3 - Own Construction 
 
The above diagramme illustrates that the Amathole District Municipality has 
implemented learner ships. This view is supported by 87.5 per cent of the 
respondents who are in agreement with the above question.  Only twelve 12.5 
percent of the respondents have indicated negatively. 
From the above analysis it can be deduced that the ADM is implementing learner 
ship programmes to its employees. 
The Skills Development Act (1998:1-34) identifies learner ships as the most 
appropriate way of addressing the current skills problem.  Skills development 
programmes are funded by the skills development levy through the relevant 
SETAs, as SDLA. 
Employees who have been trained through effective learner ships can operate 
effectively and can produce competent leaners who have been well trained and 
are properly qualified. This could have a positive effect on the National 
Development Strategy and, ultimately, on the economy of South Africa. 
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4.6.9.4  Do you know what learner ships are? 
 
Frequency Percent
Yes 19 79.2
No 5 20.8
Total 24 100.0
Valid
Q2_4
0.0
100.0
Frequency
79.2
20.8
Yes
No
 
Figure 4.6.9.4 - Own Construction 
  
The analysis of the above diagramme reflects that most of the respondents know 
about the learner ship programme.  79.2 per cent of the respondents in the 
research study are aware of what the learner ship programme is.  Only 20.8 per 
cent of the respondents do not know about learner ship programmes. 
Strong (2000:16) believes that one of the benefits associated with learner ships 
is an increase in productivity.   As mentioned earlier in chapter two, a learner ship 
is a mode of delivering a learning programme that combines work-based 
experience with structured learning. 
It is worth noting that the Amathole District Municipality employees know about 
the learner ship programme and it can be deduced that the ADM is implementing 
learner ships.  Learner ships are accredited through and approved by SAQA and 
the NQF.  The employees benefit as well the organisation, since the qualification 
that they acquire is recognised and regarded as being a measurable 
qualification. 
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4.6.9.5  Has your organisation implemented internships? 
 
 
 
Frequency Percent
Yes 21 87.5
No 3 12.5
Total 24 100.0
Q2_5
Valid
0.0
50.0
100.0
Frequency
87.5
12.5
Yes
No
 
Figure 4.6.9.5 - Own Construction 
 
 
The respondents selected for the study are in agreement that the Amathole 
District Municipality does implement an internship programme.  This view is 
supported by the above graph which shows that   87.5 per cent of the 
respondents have answered positively. Only 12.5 per cent did not agree. The 
internship programme is very important for those people who need work 
exposure, especially people coming straight from school.   
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4.6.9.6  Has your organisation implemented ABET programmes? 
 
Frequency Percent
Yes 17 70.8
No 7 29.2
Total 24 100.0
Valid
Q2_6
0.0
50.0
100.0
Frequency
70.8
29.2
Yes
No
 
Figure 4.6.9.6 - Own Construction 
 
The above diagramme indicates that 70.8 per cent of the respondents 
acknowledge that the institution is implementing ABET programmes.  However, it 
is a concern that 29.2 per cent have responded negatively to the question.   
Bitzer (2005:172) indicates that the learning process should not be a temporary 
endeavour, but that it should span a lifetime, with learners involved in the 
process as unique, whole persons.  Adult basic education and training (ABET) is 
the general conceptual foundation of a movement towards lifelong learning and 
development, comprising knowledge, skills and attitudes required for social, 
economic and political participation and transformation applicable to a range of 
contexts. 
In terms of the above diagramme the ADM is implementing ABET programmes. 
However, some of the employees have responded negatively: it therefore means 
that the institution needs to improve its communication plan to make everybody 
aware of the ABET programmes. 
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4.6.9.7  The training that was provided has given me tools to make a 
significant contribution. 
 
Frequency Percent
Strongly agree 9 37.5
Agree 10 41.7
Disagree 5 20.8
Total 24 100.0
Q2_7
Valid
0.0
20.0
40.0
60.0
Frequency
37.5 41.7
20.8
Strongly agree
Agree
Disagree
 
Figure 4.6.9.7 - Own Construction 
The respondents responded to the above statement as follows: 37.5 percent 
strongly disagree;   41.7 per cent agree and 20.8 per cent disagree.   
The above results show that the training has an important role in the 
performance of employees. This is an indication that skills development or 
training is seen as a positive motivator.   
According to Hendricks (2005:20), training within an organisation is important to 
ensure the best return on its investment through its employees.  The main aim of 
training is to achieve change and improvement in the skills, experience, 
knowledge and behaviour of employees. 
Training should operate as a separate function and be part of the relevant human 
resources department, owing to the different levels of training of its employees ( 
Hendricks 2005:21). 
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4.6.9.8  The training has given me more confidence to contribute meaningfully 
to the organisation. 
 
 
Frequency Percent
Strongly agree 7 29.2
Agree 12 50.0
Disagree 5 20.8
Total 24 100.0
Q2_8
Valid
0.0
50.0
Frequency
29.2
50.0
20.8
Strongly agree
Agree
Disagree
 
 
Figure 4.6.9.8 - Own Construction 
 
Respondent results to the above statement as follows:  29.2 per cent strongly 
agree, 50 per cent agree and 20.8 per cent disagree. 
 
This indicates that most of the employees who have received training have more 
confidence to contribute meaningfully to the organisation.  Therefore the level of 
performance for those employees who have attended training increases 
drastically. 
 
Improving the skills of workers can lead to activities that reduce the expenses of 
the organisation.  These activities could include detecting faults, solving 
problems smartly, undertaking routine maintenance, making fewer ignorant 
errors, and incurring fewer breakages (Budlender, 2001:3). 
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4.6.9.9  With the skills that I learnt during the training, I think I can easily get 
another job or promotion 
 
 
 
Frequency Percent
Strongly agree 5 20.8
Agree 11 45.8
Disagree 8 33.3
Total 24 100.0
Q2_9
Valid
0.0
50.0
Frequency
20.8
45.8
33.3 Strongly agree
Agree
Disagree
 
 
Figure 4.6.9.9 - Own Construction 
 
The above diagramme indicates as follows to the question posed: 20.8 per cent 
strongly agree, 45.8 per cent agree and 33.3.per cent disagree. 
 
The above results mean that most of the respondents think that the skills they 
learnt during the training programme are very useful in that they can get another 
job or be promoted as the result of such training. 
 
A trained workforce will benefit both the employer and the employee. After 
attending training programmes, the employees improve their levels of 
competencies.  Merts (2005:4) defines competence as the capacity for 
continuous performance within a specified range and context, resulting from the 
integration of a number of capabilities.  
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4.6.9.10 I have input into my Department’s training needs. 
 
Frequency Percent
Strongly agree 6 25.0
Agree 10 41.7
Disagree 5 20.8
Strongly disagree 3 12.5
Total 24 100.0
Q2_10
Valid
0.0
20.0
40.0
60.0
Frequency
25.0
41.7
20.8
12.5
Strongly agree
Agree
Disagree
Strongly disagree
 
 
Figure 4.6.9.10 - Own Construction 
 
The respondents responded to the above statement as follows: 25 per cent 
strongly agree, 41.7per cent agree, 20.8 per cent disagree and 12.5 per cent 
strongly disagree.  
 
This indicates that employees are given a fair chance to contribute to training 
need identification.  Once the skills gap has been identified, the workplace skills 
plan should be formulated by the Skills Development Facilitator, employees and 
management.  The identification of service providers, whether internal or 
external, must be concluded and the correct approach be decided upon.  
However, the ADM is not doing enough in terms of making sure that all the 
employees contribute or submit their training needs.  It is therefore important that 
ADM communicate or make employees aware of the benefit of contributing to the 
Departmental training needs, since Departmental training needs are derived from 
individual training needs.  The employees will benefit if the training identified is 
financed by the Human Resource Development unit. 
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4.6.9.11  The Amathole District Municipality develops my life skills 
 
Frequency Percent
Strongly agree 5 20.8
Agree 12 50.0
Disagree 6 25.0
Strongly disagree 1 4.2
Total 24 100.0
Valid
Q2_11
0.0
20.0
40.0
60.0
Frequency
20.8
50.0
25.0
4.2
Strongly agree
Agree
Disagree
Strongly disagree
 
Figure 4.6.9.11 - Own Construction 
 
In response to the above statement the respondents indicated as follows: 20.8 
per cent strongly agree, 50 per cent agree, 25 per cent disagree and 4.2 per cent 
strongly disagree. 
 
According to Babb (2000:46), one should develop employees in core and life 
skills that impact on their personal growth and contribute towards a better family 
life, thus enhancing motivation and improving productivity. 
 
The above results indicate that the Amathole District Municipality develops the 
life skills of its employees.  Training and skills development play a significant role 
in the development of one’s life.    
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4.6.9.12  My manager/ supervisor recognises the skills that I acquired on the 
training programme 
 
Frequency Percent
Strongly agree 4 16.7
Agree 13 54.2
Disagree 4 16.7
Strongly disagree 3 12.5
Total 24 100.0
Q2_12
Valid
0.0
10.0
20.0
30.0
40.0
50.0
60.0
Frequency
16.7
54.2
16.7
12.5
Strongly agree
Agree
Disagree
Strongly disagree
 
Figure 4.6.9.12 - Own Construction 
 
The above diagramme indicates that respondents responded to the statement as 
follows: 16.7 percent strongly agree, 54.2 per cent agree, 16.7 per cent disagree 
and 12.5 percent strongly disagree. 
 
The total percentage of the respondents who agreed with the above statement is 
70.9 per cent which indicates that the ADM managers and supervisors recognise 
the skills that employees acquire on a particular training programme.  It is 
important for the employees to be recognised so that managers and supervisors 
can actually expose those employees to the field of work by practically 
implementing what they have learned. 
 
The total percentage for those who negatively responded is 29.2 per cent: the 
ADM needs to take cognisance of this.  All employees should be treated equally 
and get a fair chance to be recognised by their managers. 
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4.6.9.13  My manager/supervisor encourages me in the workplace to apply 
what I learnt on the training programme 
 
 
 
Frequency Percent
Strongly agree 2 8.3
Agree 15 62.5
Disagree 6 25.0
Strongly disagree 1 4.2
Total 24 100.0
Q2_13
Valid
0.0
20.0
40.0
60.0
80.0
Frequency
8.3
62.5
25.0
4.2
Strongly agree
Agree
Disagree
Strongly disagree
 
Figure 4.6.9.13 - Own Construction 
 
In response to the above statement the following results were recorded:  8.3 
percent strongly agree, 62.5 percent agree, 25 percent disagree and 4.2 per cent 
strongly disagree. 
 
The above respondents’ perceptions with regard to the encouragement to apply 
newly acquired skills within the workplace indicates that some of the managers or 
supervisors do show support to their staff thus by enhancing their skills and 
aligning the organisation to the NSDS.  However, there are respondents whose 
managers or supervisors do not show support in enhancing their skills, and this is 
an area of concern because when employees have attended a training 
programme, they need to be given a chance to apply what they have learned in 
the workplace. 
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4.6.9.14  My manager/supervisor coaches me in areas where I experience 
difficulty.  
 
Frequency Percent
Strongly agree 5 20.8
Agree 13 54.2
Disagree 4 16.7
Strongly disagree 2 8.3
Total 24 100.0
Q2_14
Valid
0.0
20.0
40.0
60.0
Frequency
20.8
54.2
16.7
8.3
Strongly agree
Agree
Disagree
Strongly disagree
 
 
Figure 4.6.9.14 - Own Construction 
 
The respondents rated their managers or supervisors with regard to coaching as 
follows:   20.8 per cent strongly agree, 54.2 per cent agree, 16.7 per cent 
disagree and 8.3percent strongly disagree.   
 
This shows that most of the managers and supervisors do give their subordinates 
support where necessary.  Coaching is very important in the workplace since 
sometimes what has been learned is not always easy to apply or implement 
owing to many factors encountered in the workplace. 
 
It can therefore be deduced that the ADM managers or supervisors dedicate their 
time in coaching staff for effective and efficient service delivery.   
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4.6.9.15  I have the opportunity to apply the knowledge and skills gained from 
the training programme at work. 
 
Frequency Percent
Strongly agree 5 20.8
Agree 11 45.8
Disagree 7 29.2
Strongly disagree 1 4.2
Total 24 100.0
Valid
Q2_15
0.0
20.0
40.0
60.0
Frequency
20.8
45.8
29.2
4.2
Strongly agree
Agree
Disagree
Strongly disagree
 
Figure 4.6.9.15 - Own Construction 
 
The results to the above statement are as follows: 20.8 per cent strongly 
agree, 45.8 per cent agree, 29.2 percent disagree and 4.2 per cent strongly 
disagree. 
 
This is an indication that the organisation is giving the employees some 
opportunity at work to apply the knowledge and skills gained from the training 
programme. 
 
However, there is an area of concern as almost 30 per cent respondents do 
not apply the knowledge and skills gained from the training programme.  The 
main aim of training is to capacitate employees to work better for the 
advancement of organisational goals.  If employees are not given a fair 
chance to apply the knowledge gained, that training can be regarded as 
fruitless and a wasteful expenditure of government resources as training 
programmes have financial implications attached. 
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4.6.9.16  I know exactly what my future is at the Amathole District Municipality 
and this has been discussed with me. 
 
Frequency Percent
Strongly agree 2 8.3
Agree 10 41.7
Disagree 7 29.2
Strongly disagree 5 20.8
Total 24 100.0
Q2_16
Valid
0.0
20.0
40.0
60.0
Frequency
8.3
41.7
29.2
20.8
Strongly agree
Agree
Disagree
Strongly disagree
 
Figure 4.6.9.16 - Own Construction 
 
The employees responded to this statement in the following manner: 8.3 per cent 
strongly agree, 41.7 per cent agree, 29.2 per cent disagree and 20.8 per cent 
strongly disagree. 
 
29.2 per cent of the respondents who disagree and 20.8 per cent of those who 
strongly disagree give a total of 50 per cent of the respondents who are not 
certain of their future at the Amathole District Municipality, and this is a cause for 
concern. The institution needs to take appropriate action.  Employees need to be 
motivated in order for them to perform optimally.    
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4.6.9.17  I have clear understanding of what I should learn and why. 
 
 
Frequency Percent
Strongly agree 6 25.0
Agree 13 54.2
Disagree 4 16.7
Strongly disagree 1 4.2
Total 24 100.0
Q2_17
Valid
0.0
20.0
40.0
60.0
Frequency
25.0
54.2
16.7
4.2
Strongly agree
Agree
Disagree
Strongly disagree
 
Figure 4.6.9.17 - Own Construction 
 
The respondents rated the above statement as follows: 25 per cent strongly 
agree, 54.2 per cent agree,   16.7 percent disagree and 4.2 per cent strongly 
disagree. 
 
It is important for managers and supervisors to encourage their subordinates to 
continually capacitate themselves for effective and efficient service delivery 
outputs.   
 
The respondents in the research study have a clear understanding of what they 
should learn and why.  It therefore can be deduced that the ADM employees are 
aware of the learning areas that they need to pursue and as well or the reasons 
behind pursuing a certain area. 
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4.6.9.18  The chances of being promoted are much better  after being on a 
training programme 
 
 
Frequency Percent
Strongly agree 1 4.2
Agree 10 41.7
Disagree 10 41.7
Strongly disagree 3 12.5
Total 24 100.0
Q2_18
Valid
0.0
20.0
40.0
60.0
Frequency
4.2
41.7 41.7
12.5
Strongly agree
Agree
Disagree
Strongly disagree
 
 
Figure 4.6.9.18 - Own Construction 
 
The respondents rated the above statement as follows: 4.2 per cent strongly 
agree, 7 per cent agree, 41.7 per cent disagree and 12.5 per cent strongly 
disagree. 
 
From the above diagramme it can be deduced that employees are not promoted 
after they have completed a training programme.  For employees to constantly 
capacitate themselves there should some incentive, whether directly or indirectly, 
as part of a motivator.  
 
ADM should have a promotion policy in place so that when a vacancy is created 
and there are employees who internally match the post criteria, either by 
experience or qualification, staff have  a fair chance of being promoted.  
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4.6.9.19  Workers receive pay progression or promotion after training 
programmes 
 
Frequency Percent
Agree 6 25.0
Disagree 10 41.7
Strongly disagree 8 33.3
Total 24 100.0
Valid
Q2_19
0.0
50.0
Frequency
25.0
41.7
33.3 33.3
Agree
Disagree
Strongly disagree
Strongly disagree
 
 
Figure 4.6.9.19 - Own Construction 
 
The respondents rated the above statement as follows: 25 per cent agree, 41.7 
per cent disagree and 33.3 per cent strongly disagree. 
The above response indicates that workers do not receive pay progression or 
promotion after completing training programmes.  Any form of incentive, even if it 
is a once-off payment or pay progression, can be a motivator for employees to 
constantly capacitate themselves. 
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4.6.9.20  Which stakeholder does the organisation interact with to improve the 
levels of skills of employees? 
 
frequency Percentage
%
Local Government 8 33.33
Highter Education 11 45.83
Private Training Providers 13 54.17
Inhouse training 8 33.33
SDF 9 37.50
Other 2 8.33
0.00
20.00
40.00
60.00
frequency
33.33
45.83
54.17
33.33
37.50
8.33
Local Government
Highter Education
Private Training Providers
Inhouse training
SDF
Other
 
Figure 4.6.9.20 - Own Construction 
The above question is a multiple choice question.  The respondents had the 
choice of selecting more than one stakeholder, depending on the knowledge of 
that particular respondent.  Hence in terms of total percentage they can add up to 
more than one hundred per cent. 
33.3 per cent of the respondents chose the Department of Local Government 
and Traditional Affairs as one of the stakeholders with which the ADM interacts in 
terms of improving the level of skills.  45.8 per cent of the respondents chose 
institutions of higher learning, such as universities and colleges. 
Many respondents in the study chose private training providers.  This is 
supported by the above graph which, in terms of percentages, indicates 54.1 per 
cent. 
33.3 per cent of the respondents have chosen in house-training.37.5 per cent of 
the respondents chose a Skills Development Facilitator.   
It can therefore be deduced from the above discussion that the ADM interacts 
with various stakeholders to improve the level of skills development for its 
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employees.  It is also noted that the institution mostly uses private training 
providers to conduct training for its employees.  This is done through the tender 
process where stakeholders who meet certain criteria and are SETA accredited 
can be appointed to conduct training.   
4.6.9.21  What type of assistance does your organisation offer employees 
towards training? 
Frequency Percentage
%
Financial assistance 20 83.33
Study leave 17 70.83
On job training 12 50.00
Coaching / mentoring 5 20.83
Other
0.00
50.00
100.00
Frequency
83.33
70.83
50.00
20.83
Financial assistance
Study leave
On job training
Coaching / mentoring
Figure 4.6.9.21 - Own Construction 
 
The respondents in this question had also a choice of selecting more than one 
type of assistance that the organisation is offering to its employees.   83.3 per 
cent of the respondents chose financial assistance.  70.8 per cent chose study 
leave. 50 per cent of the respondents chose on-the-job training.  Lastly, 20.8 per 
cent of the respondents chose coaching or mentoring. 
It can therefore be deduced that the ADM offers its employees financial 
assistance towards training and skills development programmes. They also grant 
their employees study leave so that they can focus on their studies.  Supervisors 
and managers also play a role in coaching, mentoring and on-the-job training. 
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4.6.9.22  How satisfied have you been with such assistance? 
 
 
Frequency Percentage
%
Completely satisfied 8 33.33
Mostly satisfied 5 20.83
Partially satisfied 5 20.83
Mostly dissatisfied 5 20.83
Completely dissatisfied 1 4.17 0.00
10.00
20.00
30.00
40.00
Frequency
33.33
20.83 20.83 20.83
4.17
Completely satisfied
Mostly satisfied
Partially satisfied
Mostly dissatisfied
Completely dissatisfied
 
Figure 4.6.9.22 - Own Construction 
 
The above graph revealed that 33.3 per cent of the respondents have been 
completely satisfied with the assistance ADM is providing in terms of training 
interventions.  This view is supported by 33.3 per cent of respondents who are 
completely satisfied with the assistance ADM is offering.  20.8 per cent of the 
respondents are mostly satisfied, another 20.8 per cent  are partially satisfied 
and the remaining 20.8 per cent are mostly dissatisfied. 
Only.4.1 per cent of the respondents are completely dissatisfied.  This therefore 
means that employees are satisfied with the kind of assistance they are offered 
by the ADM. 
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4.6.9.23  How is information about training interventions communicated in the 
organisation? 
 
 
Frequency Percentage
%
Email 14 58.33
Discussion/meeting 11 45.83
Posters/flyers 5 20.83
Through skills development facilitator 4 16.67
Through the training department 2 8.33
Other
0.00
10.00
20.00
30.00
40.00
50.00
60.00
Frequency
58.33
45.83
20.83
16.67
8.33
Email
Discussion/meeting
Posters/flyers
Through skills development
facilitator
Through the training
department
 
Figure 4.6.9.23 - Own Construction 
 
Once again in this question respondents were afforded the opportunity to choose 
more than one answer because the institution can use a variety of 
communication methods with its employees.  58.3 per cent of the respondents 
chose email as one of the communication methods that the ADM uses in terms of 
information sharing about training interventions on which the institution is 
embarking.    
45.8 per cent of the respondents have selected discussions or meetings. 20.8 
per cent have chosen posters or flyers.  16.6 percent of the respondents have 
chosen communication through a skills development facilitator.  8.3 per cent 
have chosen communication through the training department. 
It can therefore be deduced that email is the most communication method used 
for information purposes, followed by discussion meetings.   
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4.6.9.24  How satisfied are you with the communication about training 
programmes? 
Frequency Percentage
%
Completely satisfied 7 29.17
Mostly satified 1 4.17
Partially satisfied 9 37.50
Mostly dissatisfied 2 8.33
Completely dissatisfied 5 20.83 0.00
10.00
20.00
30.00
40.00
Frequency
29.17
4.17
37.50
8.33
20.83
Completely satisfied
Mostly satified
Partially satisfied
Mostly dissatisfied
Completely dissatisfied
Figure 4.6.9.24 - Own Construction 
 
The above diagramme indicates the level of satisfaction with the communication 
method used for training programmes. 29.1 per cent of the respondents are 
completely satisfied.  4.1 per cent are mostly satisfied and 37.5 per cent are 
partially satisfied.  It can be deduced that 70 per cent of the respondents are 
satisfied. 
8.3 per cent of the respondents are mostly dissatisfied and 20.8 per cent are 
completely dissatisfied.  This therefore means that 29 per cent of the 
respondents are dissatisfied. 
It can be deduced that the ADM is successfully communicating its training 
programmes with its employees. However, there is room for improvement as 
there are some of the employees who are dissatisfied.      
  
96 
 
 
4.6.9.25  Do you think that Amathole District Municipality is doing enough to 
improve the skills level of employees?  
 
 
Frequency Percentage
%
Valid No 7 29.17
Yes 17 70.83 0.00
50.00
100.00
Frequency
29.17
70.83
No
Yes
 
Figure 4.6.9.25 - Own Construction 
 
The results shown in the above diagramme indicate that 29.1 per cent of the 
respondents responded negatively to the above question whilst 70.8 per cent 
responded positively. It can be deduced that the ADM is doing enough in terms 
of improving skills development.   
Grobler et al. (2002:12) state that the most important function of an HR 
department is to ensure that human resources are managed in the most effective 
way.  In order for that to happen, employees must be equipped with the 
competencies necessary for delivering the required quality of service. 
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4.6.9.26  Do you regard skills development as a positive motivator? Please 
motivate. 
Frequency Percentage
%
Valid No 6 25.00
Yes 18 75.00
0.00
50.00
100.00
Frequency
25.00
75.00
No
Yes
Figure 4.6.9.26 - Own Construction 
 
The results of the above-mentioned question show that 25 per cent of the 
respondents in the study do not regard skills development as a positive motivator 
whilst 75 per cent responded positively. 
These results indicated that the employees of the ADM regard skills development 
as a positive motivator.  Budlender (2001:56) defines skills development as 
promoting knowledge and the ability to do things.  The motivation of the 
respondents can be summarised as follows: 
 Employees who have skills begin to gain confidence and produce better 
results. 
 It improves performance where there are gaps. 
 It empowers employees with modem and current developments in a 
particular sector. 
 The more skilful the employees are, the more enthusiastic they become. 
 It gives employees an opportunity to improve on the knowledge or scope 
of work that they   do. 
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4.7  Correlations 
 
 
Figure 4.7 - Constructed by NMMU Statistician 
 
Correlations range from -1 to +1. Closer to 1 (+ or -) means a stronger 
relationship. Small values (closer to 0) indicate weak relationships. The red 
correlations are statistically significant at the 5 per cent level.   
On average, the responses to all questions or statements presented to 
respondents agree and the relationship is close.  This suggests that the 
Amathole District Municipality has skills development or training programmes in 
place for its employees.   
Therefore, these empirical results mean that the ADM is doing its best in terms of 
capacitating its employees. The problem lies with the individuals and whether 
they are taking the training programmes seriously.   
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4.8 Conclusion 
 
In this chapter the researcher presented the analysis of the data collected.  This 
chapter also addressed the research question through analysis of the data 
collected.  
 
Data was presented in graphs, specifically 2-D column charts. The main 
objective of this chapter was to present data in a way that was easy to 
understand and interpret since the main focus group of the study were selected 
employees of the Amathole District Municipality.  The research made use of 
quantitative research methodology, the survey in particular, due to its suitability 
for the type of inquiry being conducted. 
 
The chapter that follows provides the summary and concluding remarks for the 
study and recommendations that the ADM may need to consider in ensuring that 
its employees are capacitated and well trained so that they can deliver as 
mandated by the Constitution of South Africa. 
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CHAPTER FIVE: CONCLUSION AND RECOMMENDATIONS 
 
5.1 Introduction  
 
The previous chapter focused on the data analysis and the interpretation of 
information collected in the study. This was done by distributing self-administered 
questionnaires to selected employees of the Amathole District Municipality 
(ADM). 
The purpose of this chapter is to summarise the study, draw conclusions and to 
make final recommendations that could be useful for the personnel responsible 
for dealing with skills development at the ADM. 
5.2  Summary of the study  
 
Questionnaires were administered to selected respondents from the ADM.  The 
sample consisted of 30 employees at the ADM.  Out of 30 employees selected, 
24 responses (completed questionnaires) were received by the researcher. 
 
As can be gleaned from the profile of the respondents, the vast majority of the 
respondents were largely semi-skilled in keeping with the primary aims and 
objectives of the study.  This therefore means that the target group was 
employees at the lower levels.   
 
The focal point of this study was the assessment of skills development 
programmes for the ADM selected category of employees.  The ADM has 
aligned itself with various forms of legislation and, significantly, it has developed 
a plan for alignment with the NSDS.  This is important as it is one of the areas 
that government has identified in terms of building the economy of the country.   
Skills development is a major concern for the South African government and it is 
to be a vehicle for addressing the imbalances of the past. 
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It appears that a lack of proper communication or awareness about skills 
development legislations and implementation thereof has impacted significantly 
on the country’s skills development.   
 
Chapter one dealt with the introduction, background, research problem, 
objectives, purpose and significance of the study. The objectives of the study 
were identified as follows: 
 
 To define what is meant by the term ‘skills development’ ; 
 To examine the legislative framework regulating skills development; 
 To critically analyse the implementation of skills development 
programmes, especially for low level employees; and 
 To examine whether low level category of employees are aware of the 
importance of skills development to better meet the mandate of the ADM. 
 
The mandate of the ADM is to provide basic service delivery to the poorest of the 
poor of all ADM citizens. 
 
Chapter two provided a literature review of the policies pertaining to skills 
development and the theoretical framework for skills development.  In chapter 
two the researcher presented a review of the literature on concepts such as 
policy, public policy, and the history of local government with its legislative 
prescripts as a sphere in which municipalities such as the ADM operate.  The 
researcher also introduced an understanding of skills development in South 
Africa.  In addition, the chapter offered a brief background to and highlighted the 
importance of skills development in South Africa.  This chapter concluded with an 
analysis of the current policy and legislative framework for skills development. 
 
Chapter three provided an account of the methodology used in the study. The 
quantitative method was used. The chapter described the process followed and 
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the research instrument which took the form of a structured questionnaire.  The 
method of data collection allowed the researcher to obtain in-depth information to 
determine the implementation of skills development with lower level employees 
at the ADM. Confidentiality and informed consent were observed as ethical 
issues, amongst others.  
 
The purpose of chapter four was to report the findings of the empirical research 
that was conducted in the ADM.  The main aim of this study was to assess skills 
development programmes for selected employees at the ADM.  The researcher 
analysed the data using graphical analysis for the purpose of displaying 
numerical data. This was done to present data in a way that is easy to interpret 
and understand.  
 
Chapter five summarises the study and seeks to recommend the best practices 
of ensuring effective skills development programmes. The recommendations are 
discussed further, and an attempt is made to link the recommendations to 
specific findings. 
 
5.3 Primary findings from the study 
 
The findings in the research signify the following: 
  
The Amathole District Municipality is aligned with the NSDS, as the respondents 
are aware of learnerships, mentorships, ABET and internships programmes.  
There is a unit within Corporate Services called Human Resources Development 
which coordinates all training and skills development programmes.   
 
Even although the ADM is implementing training programmes, the study has 
identified the following: 
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o Respondents were requested to indicate whether they had been given an 
opportunity to give input into the Department’s training needs.  It was 
evident from the responses received that not all employees were afforded 
a chance to give input into the training identification process.  This 
question was asked in order to determine the training needs or to find out 
whether respondents have a skills gap that impedes service delivery. 
From the findings, all the training needs of respondents were identified. 
However, few respondents received training in the identified training 
needs, and of those respondents who had received training, an 
overwhelming number of respondents had not been trained according to 
their identified needs.  
 
o Respondents were required to indicate whether they were confident about 
the training skills they had acquired.  It was evident from the responses 
received that respondents were not confident with the training skills they 
had acquired as they were not sure whether  they would  be able to be 
promoted or to be transferred to another post.  This question was asked 
in order to check whether the training programmes offered to employees 
had made any significant contribution towards the development of such 
employees. It can therefore be concluded that training offered by the 
institution is not in line with the training needs of the individuals.  If one is 
trained according to the skills gap, it automatically boosts the level of 
confidence of that particular employee. 
 
o Respondents were asked whether managers or supervisors recognised 
the skills acquired during a training process. It was evident from the 
responses received that most managers and supervisors did recognise 
the skills acquired during the training process: however, there are some 
respondents who responded negatively.  Employees should be given the 
same treatment or equal opportunities to apply the skills that they have 
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learned in the work environment. It can be concluded that by recognising 
fellow subordinates, performance will be boosted in a positive way. 
 
 
o Respondents were requested to indicate whether employees were fully 
encouraged to apply what they had learned during a training programme.  
It is evident from the responses received that the employees of the 
Amathole District Municipality do receive encouragement.    
 
o Respondents were requested to indicate whether they were confident 
about their future within the institution.  It is evident from the responses 
received from 50 per cent of the respondents that they were not certain 
about their future in the organisation. For employees to perform optimally, 
they need to be sure of their future.  It can be concluded therefore that the 
institution needs to plan a retention strategy because employees will tend 
to look for positions in other organisations where they will have certainty 
about their future. 
 
o Respondents were requested to indicate whether they thought there were 
chances of promotion after completing training programmes at the ADM.  
It is evident from the responses received that chances of promotion after 
attending training are minimal.  This is supported by 54.2 per cent of the 
respondents who respondent negatively to the question. It can be 
concluded therefore that the institution is not using the promotion policy 
for the benefit of all employees. The trainings or skills development 
programmes are supposed to increase the employees’ chances of being 
promoted. 
 
o Regarding the issue of pay progression or promotion after completing a 
training programme it is evident from the responses received that workers 
do not receive pay progression or promotion. It is therefore concluded 
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that there are no incentives for employees who have obtained a 
qualification after embarking on a particular learning programme. 
 
 
5.4 Recommendations 
 
Based on the literature review and empirical survey the following 
recommendations are proposed: 
Recommendation One: 
Employees need to be sensitised concerning learnerships, ABET programmes, 
internships, who is eligible for such programmes and what precautionary 
conditions there are.  This needs to be communicated through to the lowest 
levels within the ADM as this is where specific training needs are most needed. 
 
Recommendation Two: 
Training programmes should ideally be aligned to the identified needs that have 
emerged from this study.  The capacity development needs of lower level 
employees should be viewed as a priority by the ADM.  Such training initiatives 
could enhance basic service delivery and could also provide opportunities for 
future promotion of the lower-level employees in particular. 
 
Recommendation Three:   
 
There should be a “follow-up” process where an employee has been provided 
with specific training to ensure the practicality or skills acquired from the training 
provided.  Municipalities are the main drivers of basic service delivery and such it 
is imperative therefore that municipal staff possess the right skills to accelerate 
service delivery. 
 
Recommendation Four: 
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The ADM should ideally promote succession planning with emphasis on skills 
transfer of staff.  Officials need to be thoroughly informed about how the Human 
Resources Development Unit of the ADM can assist with regards to skills 
development programmes.   The ADM should publicise the role played by the 
Human Resources Development Unit specifically in terms of what courses and 
training programmes are offered by the ADM. 
Recommendation Five: 
Supervisors and supervisees should ideally be involved in the identification of 
training needs, specifically in terms of low-level employees.  In this regard it is 
further recommended that supervisors should support employees in 
implementing the acquired knowledge and skills obtained through training and 
capacity-development programmes. 
 
Recommendation Six: 
 
The council and management of the ADM should encourage a culture of learning 
within the municipality.  The municipality needs to enhance or strengthen the 
awareness, especially of low-level employees of the importance of skills 
development in order to improve their career paths. 
 
Recommendation Seven: 
 
The ADM needs to prioritise the training needs of those employees who do not 
have a grade 12 (matric) certificate.  Such employees are generally located in the 
low-level grades of the municipality and their capacity-development needs should 
be seen as a priority.  Employees need to be motivated through incentives such 
as pay progression schemes so that they are able to see the benefit for 
embarking on skills development programmes.  A workplace programme that 
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includes awareness campaigns and the distribution of ADM learning guides could 
be developed. 
 
Recommendation Eight: 
 
Skills development programmes should be formulated and presented on a 
continuous and regular basis in order to accommodate existing and new 
employees to the municipality. 
 
5.5 Aspects for future research 
 
From the above findings, recommendations and conclusions, one would suggest 
that this research study could be further elaborated upon and other areas be 
explored.  The scope of this study should be broadened to ensure that additional 
aspects that fell outside the scope of this specific study are covered.  Local 
government is that sphere of government that is closer to the people.   
Aspects for future research could include the following: 
 Investigating the challenges faced by employees in participating in skills 
development programmes; 
 Evaluating the policing of adherence to skills legislation in terms of policy 
implementation; and 
 Comparing the skills development challenges faced by the ADM. 
 
5.6 Conclusion 
 
The purpose of the research was to assess skills development programmes for 
selected employees with specific reference to the Amathole District Municipality 
(ADM).  The primary aim of this study was to explore whether low level 
categories of ADM employees are afforded opportunities to improve their skills 
and knowledge. 
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The results of the study revealed that the ADM plays a significant role in skills 
development and training programmes for bettering the performance and 
improving service delivery, promoting good governance and supporting 
democratic accountable local government. However, the skills development 
programmes implemented by the ADM are not always aligned to the employees’ 
training needs. Based on the empirical survey findings, it can be concluded that 
skills development programmes are in place in the ADM.  However, 
communication of these and the awareness of all employees about these 
programmes need to be improved.  In its endeavours to improve its skills 
development programmes, it is proposed that the ADM consider the findings and 
recommendations of this study. 
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5.8 APPENDIXES 
Appendix A 
 
Letter of Introduction and Consent Form for Interview Participants 
Hello 
My name is Constance Yandisa Gaqazele. I am currently studying for my master’s 
degree in public administration at the Nelson Mandela Metropolitan University.  As part 
of my degree I am conducting research on the assessment of skills development 
programmes to low level category of employees at Amathole District Municipality.  The 
point of focus is to determine whether low level employees are given the opportunity to 
partake in capacity-development programmes initiated by the institution. 
  
I wish to invite you to participate in the study.  Please note that your participation is 
voluntary and that non-participation will have no negative consequences.  Should you 
decide to participate in this study, you will be required to fill in a questionnaire on issues 
relating to skills development at Amathole District Municipality. You are therefore 
requested to give your written informed consent to participate by signing and dating the 
attached consent form. You are free to ask for an explanation if anything in the consent 
form is unclear to you. Your involvement in this study is purely voluntary and there are 
no known risks for your involvement. No form of compensation is included in this study.  
 
Please note that you can withdraw from the study at any time should you feel that you do 
not want to continue. If you feel that certain questions are too personal or you feel 
uncomfortable answering them, you have the right to refuse to answer. Total 
confidentiality of the interview and your anonymity is guaranteed. Under no 
circumstances will any of your responses be shown to anyone other than my research 
supervisor and myself. And the information you supply will only be used for the purpose 
of the study. No identifying information will be included in the final report. By participating 
in this study, you will be assisting in identifying the challenges that negatively impact on 
the implementation of skills development programmes at Amathole District Municipality 
and their possible solutions.  The copies of the final research report will be made 
available to the Municipal manager at Amathole District Municipality. 
 
Yours faithfully 
Ms CY Gaqazele (Researcher) 
(043) 783 2281    
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PARTICIPANT CONSENT FORM 
I …………………………………………………………………………………………. 
(Name of the participant) hereby give consent to answer the questionare 
for the purpose of this study. I understand that my participation is entirely 
voluntary, and that I may withdraw from the study at any desired time. 
Signed on this …… day of ……………………2013 at 
…………………………………….. 
Signed …………………………. 
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SKILLS DEVELOPMENT QUESTIONNAIRE 
Compiled by Constance Yandisa Gaqazele 
June 2013 
 
The purpose of this survey is to assess skills development programmes to low 
level category of employees at Amathole District Municipality.   
 
You are invited to participate in the above research project. The information you 
give in response to this survey will provide the researcher with valuable 
information and insight to effectively assess skills development programmes. The 
ultimate beneficiary of this information is the researcher itself, as the findings 
from this questionnaire will be consolidated into a comprehensive report. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Thank you for sharing your time and effort in completing this 
questionnaire! 
IMPORTANT NOTES: 
 This questionnaire should take you approximately 20 minutes to complete. 
 The questionnaire is divided into two (2) Sections, namely: 
Section One: Deals with obtaining responded profile.  
Section Two: Deals with obtaining information on current and future 
skills needs. 
 
 
 All responses to this questionnaire will be treated with the strictest 
confidence and anonymity. 
Please complete this questionnaire as honestly and comprehensively as 
possible  
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SECTION ONE: DEMOGRAPHIC PROFILE 
Please answer the following questions as honestly and accurately as possible.  
Please note that this information is important for demographic and statistical 
purposes. 
 
1. PERSONAL INFORMATION REQUIRED 
 
1.1 Name of your organisation: 
 1 
 
1.2 Your position in the organisation: 
Permanent position  2 
Part time position  3 
Contract position   4 
 
1.3 Your role in the organisation: 
Senior Manager  
 
5 
Manager 
 
6 
Administration Officer  
 
7 
Clerk  
 
8 
General Worker  
 
9 
Other (please specify) 
 
 
10 
 
1.4 The number of years in your current position: 
Less than one year  11 
Between 1- 5 years  12 
Between 6-10 years   13 
More than 10 years  14 
 
1.5 Previous experience  
Have only worked for the current organisation  15 
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Has worked for another organisation or sector  16 
Has worked for more than two organisations or  sectors  17 
Has worked for other organisations or sectors   18 
 
1.6 Your age group: 
Under 21 years  19 
21 – 29 years  20 
30 – 39 years   21 
40 – 49 years  22 
50 – 59 years  23 
60 years and older  24 
 
1.7 Your gender: 
Male  25 
Female  26 
 
1.8 Your employment equity (EE) status: 
African Black  27 
Coloured  28 
Indian  29 
White  30 
Other (please specify) 
 
 31 
 
1.9 Your highest formal qualification: 
Lower than Matric  32 
Matric / Grade 12  33 
Certificate (i.e. awarded at a University, Technikon, Technical College)  34 
Diploma/Degree (i.e. an undergraduate degree awarded at a Higher 
Education institution) 
 35 
Postgraduate diploma/degree (i.e. a Honours, BTech, Masters or 
Doctoral degree awarded at a Higher Education institution) 
 36 
Other (please specify) 
 
 37 
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SECTION TWO: CURRENT AND FUTURE TRAINING, SKILLS AND IN- 
HOUSE SUPPORT / ASSISTANCE 
 
Please answer the following questions as honestly and accurately as possible. 
 
 
2.1 Have you ever been on a skills development/training programmes at 
Amathole District Municipality? 
 
 
Yes  
No  
 
If yes specify 
 
 
 
 
 
 
2.2 Do you know what mentorship is?  
 
Yes   
No   
 
 
2.3  Has your organisation implemented mentor ships? 
 
Yes   
No   
 
 
2.4 Do you know what leaner ships are?  
 
Yes   
No   
 
2.5 Has your organisation implemented learner ships? 
 
Yes   
No   
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2.6 Has your organisation implemented ABET programmes? 
 
 
Yes   
No   
  
 
2.7 The training that was provided has given me tools to make a significant 
contribution 
 
Strongly agree  
Agree   
Disagree  
Strongly Disagree  
 
2.8  The training has given me more confidence to contribute meaningfully to 
the organisation 
 
Strongly agree  
Agree   
Disagree  
Strongly Disagree  
 
2.9 With the skills that I learnt during the training, I think I can easily get 
another job or promotion 
 
Strongly agree  
Agree   
Disagree  
Strongly Disagree  
 
2.10 I have input into my department’s training needs 
 
Strongly agree  
Agree   
Disagree  
Strongly Disagree  
 
2.11  The Amathole District Municipality develops my life skills 
 
Strongly agree  
Agree   
Disagree  
Strongly Disagree  
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2.12   My manager/Supervisor recognises the skills that I acquired on the 
training programme 
 
Strongly agree  
Agree   
Disagree  
Strongly Disagree  
 
2.13 My manager /Supervisor encourages me in the workplace to apply what I 
learnt on the training programme 
 
Strongly agree  
Agree   
Disagree  
Strongly Disagree  
 
2.14 My manager/ supervisor coaches me in areas where I experience difficulty 
 
Strongly agree  
Agree   
Disagree  
Strongly Disagree  
 
2.15 I have the opportunity to apply the knowledge and skills gained from the 
training programme at work. 
Strongly agree  
Agree   
Disagree  
Strongly Disagree  
 
2.16   I know exactly, what my future is at Amathole District Municipality, and this 
has been discussed with me 
 
Strongly agree  
Agree   
Disagree  
Strongly Disagree  
 
2.17   I have clear understanding of what I should learn and why. 
 
Strongly agree  
Agree   
Disagree  
Strongly Disagree  
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2.18 The chances of being promoted are much bigger after being on training 
programme 
 
Strongly agree  
Agree   
Disagree  
Strongly Disagree  
 
2.19 Workers receive pay progression or promotion after training programmes. 
 
Strongly agree  
Agree   
Disagree  
Strongly Disagree  
 
2.20 Which stakeholders does your organisation interact with to improve the 
levels of skills of employees? (You may tick more than one option) 
Department of Local Government and Traditional Affairs  
Higher Education institutions (e.g. universities)  
Private training providers  
In house training department  
Skills Development Facilitator (SDF)  
Other (please specify)  
 
2.21 What type of assistance does your organisation offer employees towards 
training? (You may tick more than one option). 
Financial assistance (e.g. bursaries, study loans)  
Study leave or time off  
On the job training  
Coaching/mentoring  
Other (please specify)  
 
2.22 How satisfied have you been with such assistance? (Please tick ONLY 
one option). 
Completely Satisfied  
Mostly satisfied  
Partially satisfied  
Mostly dissatisfied  
Completely Dissatisfied  
 
2.23 How is information about training interventions communicated in the 
organisation? (You may tick more than one option). 
Email  
Discussions / Meetings  
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Posters / flyers  
Through the skills development facilitator  
Through the training department  
Other (please specify)  
 
2.24 How satisfied are you with the communication about training 
programmes? (Please tick ONLY one option). 
Completely Satisfied  
Mostly satisfied  
Partially satisfied  
Mostly dissatisfied  
Completely Dissatisfied  
 
 
 
2.25  Do you think that Amathole District Municipality is doing enough to 
improve skills level of employees? 
 
________________________________________________________________
________________________________________________________________
________________________________________________________________ 
 
2.26 Do you regard skills development as a better motivator?  Please motivate 
 
________________________________________________________________
________________________________________________________________
________________________________________________________________ 
 
 
 
THANK YOU FOR YOUR PARTICIPATION! 
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